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ABSTRACT 
 
Innovation is the process that transforms new ideas into commercial value (Chen, Zhao, Liu, & Wu, 2012). 
Thus, companies are challenged to enhance the innovative work behavior of their employees. Chen et al. 
relate innovative work behavior to conflict management styles. They classify five conflict management styles 
using dual concern dimensions (concern for self and others): (1) Integrating, (2) dominating, (3) avoiding, (4) 
obliging, and (5) compromising. They conclude that an integrating conflict management style has a positive 
impact on innovative work behavior and that an avoiding one is negatively related to this behavior. Chen et al. 
differentiate three phases in innovative work behavior: (1) Generate innovative ideas, (2) promote these ideas, 
and (3) realize them. However, they do not take these phases into account in their study claims. Furthermore, 
they argue that other causes of innovative work behavior should be integrated. Innovative work behavior is, 
for instance, grounded in attachment styles according to Harms (2011). In line with Harms, Corcoran and 
Mallinckrodt (2000) use the same dual concern dimensions to classify attachment styles as Chen et al. employ 
for conflict management styles. 
 
Therefore, this thesis integrated the impact of attachment styles and conflict management styles on 
innovative work behavior and its three phases. To investigate this impact, it employed the Rahim (1983a) 
Organizational Conflict Inventory (ROCI-II), Hofstra (2009)’s Attachment Styles Questionnaire (ASQ), and the 
Innovative Work Behavior (IWB) questionnaire by Janssen (2000), respectively. Furthermore, it transferred the 
five claims on conflict management by Chen et al. to four claims on attachment. In addition, these nine claims 
were explored for innovative work behavior overall as well as for its three phases, resulting in thirty-six 
propositions. Display 1 presents the conceptual schema of this investigation’s significant findings, compared 
to Chen et al.’s results, representing its theoretical contribution. 
 
Display 1 Conceptual schema based on this investigation’s findings 
 
 
 
 
Legend: dark blue shapes originate from Chen et al.’s (2012) conceptual model, whereas the light blue shapes were 
added by this investigation. A solid green arrow indicates a significantly positive relationship from Chen et al., while a 
dotted green arrow represents this investigation. Analogously, a solid red arrow implies a significantly negative 
relationship from Chen et al., and a dotted red arrow stands for this investigation. 
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While Chen et al. claim a positive impact of the integrating conflict management style and a negative effect of  
the compromising conflict management style on innovative work behavior, this investigation rejected these 
claims. This investigation concluded that innovative work behavior, and its idea generation and promotion 
phases, were affected by a dismissing attachment style (holding a positive view of oneself, being self-reliant, 
and valuing autonomy). This dismissing style had more impact on idea generation than on idea promotion. 
Idea realization positively depended on the integrating conflict management style and negatively on the 
compromising conflict management style and the preoccupied attachment style (holding negative views of 
oneself but positive views of others and having low self-worth and being anxious in close relationships). 
 
These findings imply that innovative firms need employees with an integrating rather than a compromising 
conflict management style when realizing innovative ideas. They should hire people with dismissing 
attachment styles to generate and promote innovative ideas, while they should avoid hiring preoccupied 
types. Especially, as it is generally easier to change attitudes than it is to change attachment styles, which are 
rather fixed (Ben‐Ari & Hirshberg, 2009). The practical key notion of this investigation is that innovation is 
fostered through self-reliance. 
 
 
Key words: Innovative work behavior, conflict management styles, attachment styles. 
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PREFACE 
 
Back in September 2009, I started studying again. Not getting the Master’s Degree in Business Economics at 
the University of Groningen, but getting the Bachelor’s Degree at Hanze University of Applied Sciences in 
Groningen instead, always felt for me like an omission. I switched because of other personal choices and 
priorities then, so all in all I was happy with it. However, because limited investments in education and training 
were made by my company at that time, I decided to arrange the education myself. In succession, I have 
finished the Premaster (methodology) course, the Advanced Studies in Management (ASM) and the 
Implementation and Change Management (ICM) courses. The Master’s Thesis is the final step in getting the 
Master’s Degree at the Faculty of Management, Science & Technology of the Open University in the 
Netherlands (2014, p. 34).
2
 Looking into the various Faculty thesis themes, “Organizational Development from 
a Multidimensional Perspective” (OD-MP)
3
 attracted me at first sight, enabling me to elaborate 
multidimensionally on the ICM assignment on my conflict-handling behavior based on the Thomas-Kilmann 
Conflict Mode Instrument. Graphing my scores on this instrument, showed that I was somewhere in the top 
25
th
 percentile of the avoiding mode (see Appendix A3). Although Thomas and Kilmann (1974a, p. 9) state that 
extreme scores are not necessarily ‘bad,’ since any situation may require a specific conflict-handling mode, I 
felt that my being extremely avoidant when it came to conflicts needed to be softened to be innovative. By 
exploring this subject, I aimed to develop my conflict handling skills and to increase my innovative work 
behavior, based on Chen et al. (2012, p. 167). 
 
The decision of studying in my own time and at my own expense made me richer on a personal level, more 
than I could have ever imagined. This would never have been possible all by myself, so I would like to 
acknowledge the following people for their help and inspiration. First, I am grateful to Wim Jurg, for being my 
thesis supervisor and examiner and not in the least for the very inspiring lectures and all the help and 
feedback, both during the thesis and during the Premaster and ASM. I thank thesis reviewer Jeroen de Jong 
for his inspiration to reformulate the main thesis question from “How rigorous is this investigation on the 
conflict management and attachment styles’ impact on innovative work behavior compared to Chen et al. 
(2012)?” to “To what extent do conflict management styles and attachment styles have impact on innovative 
work behavior?” Furthermore, his comments inspired this investigation’s thirty-six propositions to be 
systematically displayed and presented in a conceptual schema. I further express thanks to my theme peers 
for their inspiration, feedback, and provision of relevant scientific journal articles: Klaas Schaap, Marinus van 
Petegem, Marijke Eggengoor-Bosscher, Marije Bent, Marina Bosman, and Cornelis van Lier. I acknowledge 
Hidde Botma for our fruitful cooperation during the Premaster and ASM. I also am grateful to the people at 
the case organization, Innoveyte, who helped me during the investigation and participated in the 
questionnaires. Last but certainly not least, I honor my family, my family-in-law, and my close friends in 
general, and my parents Chris and Tineke in particular. 
  
I dedicate this thesis to my lovely girlfriend Machteld. It was a very special time for the both of us, because you 
as well were writing and finishing your Master’s Thesis on Law and Public Administration. Both ‘muddling 
through,’ but always progressing! Thank you for supporting me during this process and for your patience and 
understanding of me having to share my time between you, working, and studying. Sometimes, and probably 
not ever, you just cannot make it on your own. 
 
The illustration on the cover represents me, promoting an idea. Some of the people surrounding me are 
supportive and willing to integrate, while others show avoidance. The lit light bulb is a key theme in my 
favorite band U2’s most recent album Songs of Innocence and visualized at their 2015 iNNOCENCE + 
eXPERIENCE Tour. Lyrics that inspired me in my personal life, but also throughout the writing process of this 
thesis, are Song for Someone (“And there is a light, don’t let it go out”) and Iris (Hold me close): “Free yourself, 
to be yourself if only you could see yourself.” If there is a light, don’t let it go out, that’s this thesis’ theme. Free 
yourself, to be self-reliant and foster innovative work behavior. 
 
Enjoy reading, 
Erik Rosema 
Groningen, September 27, 2015. 
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1 INTRODUCTION 
 
This thesis is the final step in the Master’s program on the Department Organization at the Faculty of 
Management, Science & Technology of the Open University in the Netherlands (OUNL). This department 
distinguishes several thesis themes. The theme of this thesis is ‘Organizational Development from a 
Multidimensional Perspective.’ The knowledge domain of this thesis is ‘Innovation,’ which is a part of the 
Organizational Development field (Klimas, 2014, p. 31). This thesis covers a multidimensional perspective on 
the innovation knowledge domain by investigating the impact of both conflict management styles and 
attachment styles on innovative work behavior. 
 
This section first introduces the innovation knowledge domain and its relevance (1.1). Section 1.2 describes the 
thesis problem
4
 and section 1.3 closes this chapter with an overview of this thesis. Next, chapter 2 covers the 
literature study on the state of the art of the innovation knowledge domain. Chapter 3 presents the 
methodology. Chapter 4 includes the findings of this investigation and chapter 5 evaluates these findings. 
 
 
1.1 KNOWLEDGE DOMAIN 
 
Subsection 1.1.1 describes the innovation knowledge domain. Next, subsection 1.1.2 covers the relevance of 
this thesis.
5
 
 
 
1.1.1 INNOVATION 
 
Innovation is the process that transforms new ideas into commercial value (Chen et al., 2012, p. 155). For 
organizations in the 21
st
 century’s global economy, innovative workers are a primary source of innovation 
(Ireland & Hitt, 1999, p. 64). The ability to develop and exploit innovative core competencies is key to create 
commercial value. Core competencies are the resources and capabilities that give an organization a 
competitive advantage over its rivals (p. 69). Organizations experience a tension between doing what is 
necessary to realize today’s competitive advantages, and exploring for innovations that can be the foundation 
for future ones (Ireland & Webb, 2007, p. 50). Therefore, continuous innovation by employees is at the core of 
what organizations are able to achieve (pp. 50-51). Thus, organizations are continuously challenged to 
enhance the innovative work behavior of their employees (Chen et al., 2012, p. 152). 
 
Chen et al. (2012, p. 155) narrow down the innovation domain to the innovation performance field, connotating 
how fast and well ideas are implemented and how much commercial value is created by these ideas (p. 156). 
Then, they drill down this field to the area of the individual, referring to it as the concept of individual 
innovation performance as including three phases: (1) Generation, (2) promotion, and (3) realization of 
innovative ideas. As Chen et al. do not define these phases and refer to Janssen (2000), and Janssen (2000, pp. 
287-288) employs the term ‘innovative work behavior’ instead of ‘(individual) innovation performance,’ this 
investigation employs Janssen’s term ‘innovative work behavior.’ Display 2 presents in column 1 the three 
innovative work behavior phases and in column 2 the conceptualizations by Janssen (2000, p. 288). 
 
Display 2 Innovative work behavior phases conceptualizations (Janssen, 2000, p. 288) 
Innovative work behavior phases Conceptualizations 
Idea generation 
Producing novel and useful ideas, often instigated by perceived  
work-related problems, incongruities, discontinuities, and emerging trends 
Idea promotion 
Engaging in social activities to build a coalition of supporters, providing the 
necessary power behind an idea in order to sponsor it 
Idea realization 
Producing a prototype or model of the innovation that can be experienced  
and ultimately applied within a work role, a group, or the total organization. 
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Chen et al. (2012, pp. 151-152) relate innovative work behavior to conflict management styles. Mishandled 
conflicts lead to organizational inefficiency, lowering employees’ performance and hindering innovation. 
Conflict management styles affect the discovery of solutions for organizational problems (p. 157). Display 3 
classifies the five conflict management styles using dual concern dimensions: concern for self and for others 
(pp. 153-154). 
 
Display 3 Graphical representation of conflict management styles (Chen et al., 2012, p. 154) 
 
Based on the order used by Chen et al. (2012, pp. 154-155), Display 4 presents the conceptualizations of the 
five conflict management styles: (1) Integrating, (2) dominating, (3) avoiding, (4) obliging, and (5) 
compromising. 
 
Display 4 Conflict management styles conceptualizations (Chen et al., 2012, pp. 154-155) 
Conflict management styles Conceptualizations 
Integrating 
Having a high degree of caring about oneself as well as others and aiming to pursue  
a win-win situation 
Dominating 
Having a high degree of caring for oneself and ignoring others’ feelings, trying to  
meet self-interest and taking no consideration into how conflict would affect others 
Avoiding 
Tending to overlook inconsistencies between the two sides, remaining neutral to  
allow the conflict to run its course 
Obliging 
Concerning others’ interests while ignoring self-interests, putting others’ interests  
above self-interests in order to maintain the relationship 
Compromising 
Giving up things for sharing common interests with others and there is an  
appropriate degree of concern for others and oneself. 
 
Chen et al. (2012) alternate the terms ‘conflict management style,’ ‘conflict management behavior,’ and 
‘conflict management strategy.’ This investigation employs the word ‘conflict management style’ consistently. 
Display 5 includes the claims on conflict management behavior by Chen et al. (2012, p. 164), reframed to 
propositions using the word ‘conflict management style.’ This investigation conceptualizes a claim as what it 
derived from theory (Saunders, Lewis, & Thornhill, 2009, p. 133) and operationalizes it as a retained hypothesis 
by Chen et al. (2012). This investigation further conceptualizes a hypothesis as a tested and rejected 
hypothesis by Chen et al. Furthermore, this investigation conceptualizes a proposition as an advancement to 
test a theory derivation in another context (Saunders et al., 2009, p. 335). Column 1 of Display 5 discloses the 
reframed claims, based on changing the term ‘Innovation performance’ to ‘Innovative work behavior.’ Column 
2 indicates whether Chen et al. (2012, p. 164) retained or rejected these claims.  
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Display 5 Reframed claims by Chen et al. (2012, p. 164) 
Reframed claims by Chen et al. (2012, p. 164) Results 
An integrating conflict management style is positively related to innovative work behavior Retained 
A dominating conflict management style is negatively related to innovative work behavior Rejected 
An avoiding conflict management style is negatively related to innovative work behavior Retained 
An obliging conflict management style is negatively related to innovative work behavior Rejected 
A compromising conflict management style is positively related to innovative work behavior Rejected. 
 
 
1.1.2 RELEVANCE 
 
This investigation differentiates Chen et al. (2012, p. 164)’s claims on the impact of conflict management 
styles on innovative work behavior to the three phases: (1) Idea generation, (2) idea promotion, and (3) idea 
realization. This notion is based on Baetschmann (2014, p. 398),
6
 who argued that explaining and 
understanding phenomena in the aggregate, requires it linking these to patterns on the individual level. Chen 
et al. (2012) did not include claims on the innovative work behavior phases, indicating that this investigation is 
a form of neglect spotting: investigating an under-researched area (Sandberg & Alvesson, 2011, p. 30).
7
 
 
To keep this introduction concise, Display 6 discloses the three propositions on the integrating conflict 
management style claim by Chen et al. (2012, p. 164), reframing ‘innovative work behavior’ by its three 
phases: ‘idea generation,’ ‘idea promotion,’ and ‘idea realization.’ The other twelve phase propositions on the 
other four conflict management styles were analogously inferred. Column 1 discloses the reframed phase 
claims and column 2 the three phase inferences from Chen et al. (2012, p. 164) on the integrating conflict 
management style. A phase retained inference indicates that a retained claim by Chen et al. (2012) on a specific 
conflict management style was explored per phase. 
 
Display 6 Reframed phase claims for innovative work behavior on integrating conflict management style 
Reframed phase claims on Chen et al. (2012, p. 164) Inferences 
An integrating conflict management style is positively related to idea generation Phase retained 
An integrating conflict management style is positively related to idea promotion Phase retained 
An integrating conflict management style is positively related to idea realization Phase retained. 
 
Furthermore, Chen et al. (2012, p. 168) recommend exploring other factors impacting conflict management 
behavior. This thesis elaborated on Chen et al. (2012) by integrating the impact of attachment styles as 
possible enhancers of innovative work behavior. This indicates that this investigation is also a form of 
application spotting: including an alternative perspective to deepen an understanding of a particular subject 
matter in question (Sandberg & Alvesson, 2011, pp. 30-31). 
 
This investigation spotted the application of attachment styles on Harms (2011, p. 289). He characterizes 
attachment styles as an integrated system of motives, abilities, and perceptions, which interact with one 
another to produce behavioral patterns, dictating the individual’s interpersonal experiences (p. 288). Harms 
(2011, p. 289) argues that workplace trust in leaders and coworkers is an outcome of one’s attachment style. 
When this trust is violated, securely attached individuals attempt to communicate with others to resolve the 
problem, while less securely attached individuals distance themselves from those relationships and worry 
more (p. 290). He further states that securely attached individuals tend to explore more, seek new experiences 
and encourage creative efforts (pp. 288-289). To conclude, Harms argues that attachment styles affect 
innovative work behavior, but he not did not study this effect. 
 
A literature review on the combination of the search terms “conflict management,” “attachment,” and 
“innovation” yielded no integration of these three concepts.
8
 However, Corcoran and Mallinckrodt (2000, p. 
474) use the same dual concern dimensions to classify attachment styles as Chen et al. (2012, pp. 153-154) do 
to classify conflict management styles, presented in Display 7. 
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Display 7 Graphical representation of conflict management styles (left) and attachment styles (right), based on 
Corcoran and Mallinckrodt (2000, p. 474) 
 
 
As Harms (2011) does not further characterize these four attachment styles, this investigation relied on the 
conceptualizations by Konrath, Chopik, Hsing, and O’Brien (2014, p. 327).
9
 In line with the conflict 
management styles order by Chen et al. (2012, pp. 154-155), Display 8 presents these four attachment styles 
conceptualizations: (1) Secure, (2) dismissing, (3) fearful, and (4) preoccupied. 
 
Display 8 Attachment styles conceptualizations (Konrath et al., 2014, p. 327) 
Attachment styles Conceptualizations (Konrath et al., 2014, p. 327) 
Secure 
Holding positive views of oneself and others and being comfortable with intimacy and 
autonomy 
Dismissing 
Holding positive views of oneself but negative views of others, being self-reliant and 
valuing autonomy to an extreme degree, often at the expense of intimacy with others 
Fearful 
Holding negative views of oneself and negative views of others, desiring intimacy but 
having a general distrust for others, thereby avoiding involvement in relationships 
that may lead to rejection 
Preoccupied 
Holding negative views of oneself but positive views of others and having low self-
worth and being anxious in close relationships. 
 
Next, Display 9 presents the four attachment style propositions, transferred from Chen et al. (2012, p. 164)’s 
claims on conflict management styles’ impact on innovative work behavior. These propositions are based on 
the corresponding concern dimensions, and connect each attachment style to its corresponding conflict 
management style, except for compromising (the fifth proposition in Display 5), since no corresponding 
attachment style was included (see Display 7). Column 1 shows the transferred attachment style propositions 
and column 2 the transferred inferences. A transfer retained inference indicates that the retained claim by 
(Chen et al., 2012) on a specific conflict management style was transferred to the analogous attachment style. 
 
Display 9 Attachment style propositions transferred from Chen et al.’s reframed conflict management style claims 
Attachment style propositions transferred from Chen et al. (2012, p. 164) Inferences 
A secure attachment style is positively related to innovative work behavior Transfer retained 
A dismissing attachment style is negatively related to innovative work behavior Transfer rejected 
A fearful attachment style is negatively related to innovative work behavior Transfer retained 
A preoccupied attachment style is negatively related to innovative work behavior Transfer rejected. 
 
Thus, based on Display 7 and in line with Display 5, this investigation inferred that a secure attachment style 
has a positive impact on innovative work behavior. Analogously, it predicted that a fearful attachment style is 
negatively related to innovative work behavior. 
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Furthermore, this investigation transferred Chen et al. (2012, p. 164)’s claims regarding the impact of conflict 
management styles on innovative work behavior to four propositions concerning the effect of attachment 
styles on the three innovative work behavior phases: Generation, promotion, and realization of innovative 
ideas. In this way twelve further propositions were created. To keep this introduction concise, Display 10 
discloses the three propositions on the transferred claims by Chen et al. (2012, p. 164) on the secure 
attachment style, reframing the word ‘innovative work behavior’ by its three phases. The other nine phase 
transfer claims on the three other attachment styles were analogously inferred. Column 1 discloses the 
reframed phase transfer claims and column 2 includes the phase transfer inferences from Chen et al. (2012, p. 
164). A phase transfer retained inference indicates that a retained claim by Chen et al. (2012) on a specific 
conflict management style was explored per phase and transferred to the analogous attachment style. 
 
Display 10 Reframed innovative work behavior phase transfer inferences on Chen et al. (2012) 
Reframed phase transfer claim propositions based on Chen et al. (2012, p. 164) Inferences 
A secure attachment style is positively related to idea generation Phase transfer retained 
A secure attachment style is positively related to idea promotion Phase transfer retained 
A secure attachment style is positively related to idea realization Phase transfer retained. 
 
Practically, this investigation aimed to benefit Dutch small and medium-sized enterprises (SMEs) offering 
business-to-business Information Technology products and services in the Benelux Union.
10
 Rosenbusch, 
Brinckmann, and Bausch (2011, p. 448) state that the upper limit for a European SME is 250 employees. These 
organizations may gather insight in enhancing their organizational members’ innovative work behavior by 
improved understanding of the relationship among innovative work behavior and attachment and conflict 
management styles. Moreover, as argued by Chen et al. (2012, p. 155), these enterprises may become more 
vital and competitive, through their employees transforming innovative ideas into commercial value. 
 
 
1.2 THESIS PROBLEM 
 
Subsection 1.2.1 presents the thesis objective. Subsection 1.2.2 addresses the thesis main question and 
subquestions. 
 
 
1.2.1 THESIS OBJECTIVE 
 
The objective of this thesis is to integrate the impact of conflict management styles and attachment styles on 
innovative work behavior, by extending Chen et al. (2012)’s study on the impact of conflict management styles 
on innovative work behavior with the impact of attachment styles on this behavior, including its generation, 
promotion and realization phases. 
 
 
1.2.2 THESIS QUESTIONS 
 
Display 11 presents the main question of this thesis based on its thesis objective, where innovative work 
behavior includes its three phases: (1) Idea generation, (2) idea promotion, and (3) idea realization. 
 
Display 11 Thesis main question 
Main question 
To what extent do conflict management styles and attachment styles have impact on innovative work behavior? 
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In extending the study of Chen et al. (2012) on the impact of conflict management styles with the impact of 
attachment styles on innovative work behavior, this investigation replicated the analyses conducted by Chen 
et al. (2012, pp. 158-164). First, a reliability analysis was performed to check if the innovative work behavior, 
conflict management style, and attachment style items added up measuring the same concept. Second, the 
validity of the various subscales was assessed to disclose the factorial structures of these items. Third, this 
investigation explored the effect of the conflict management style claims by Chen et al. (2012) on innovative 
work behavior and the inferences to its three phases. Fourth, the impact of attachment styles on innovative 
work behavior and its phases was questioned. Fifth and last, these findings were compared to Chen et al. 
(2012). 
 
Display 12 presents the subquestions that were derived from and together answered the thesis main question, 
where again innovative work behavior includes its three phases: (1) Idea generation, (2) idea promotion, and 
(3) idea realization. 
 
Display 12 Thesis subquestions 
Numbers Subquestions 
1 How reliable are the innovative work behavior, conflict management, and 
attachment questionnaires’ subscales? 
2 How valid are these questionnaires’ subscales? 
3 To what extent do conflict management styles effect innovative work behavior? 
4 In what degree do attachment styles have impact on innovative work behavior? 
5 How do these findings compare to Chen et al. (2012)? 
 
To disclose the impact of conflict management styles and attachment styles on innovative work behavior, this 
investigation employed the Rahim (1983a) Organizational Conflict Inventory (ROCI-II), Hofstra (2009)’s 
Attachment Styles Questionnaire (ASQ), and the Innovative Work Behavior (IWB) questionnaire by Janssen 
(2000), respectively. The findings of this investigation were compared to Chen et al. (2012) and their 
questionnaire references’ outcomes. 
 
 
1.3 THESIS OVERVIEW 
 
Chapter 2 covers the literature study on the innovation knowledge domain. Chapter 3 presents the 
methodology. Chapter 4 includes the findings of this investigation and chapter 5 evaluates these findings.  
7 
 
2 LITERATURE 
 
This chapter explores whether the key literature grounds the claims of Chen et al. (2012, p. 164) on the impact 
of conflict management styles on innovative work behavior. It follows the Grounded Theory Literature Review 
Method by Wolfswinkel, Furtmueller, and Wilderom (2013, p. 46), also applied by e.g. Bent (2015, pp. 10-20) 
within the thesis theme ‘Organizational Development from a Multidimensional Perspective.’ Wolfswinkel et al. 
(2013, pp. 45-46) argue that systematically explicating and legitimizing choices made in the literature review 
process, leads to a rigorous review of the state of the art. 
 
The review method of this thesis thus consisted of five stages, as recommended by Wolfswinkel et al. (2013, 
pp. 47-53): (1) Define, (2) search, (3) select, (4) analyze, and (5) present. First, the define stage included the 
selection criteria, knowledge domain,
11
 database, and search terms (p. 48). Second, the search stage browsed 
the literature database based on the selection criteria, knowledge domain, and search terms as defined in the 
previous stage. Third, the select stage identified and selected the key literature disclosed by the search stage 
(p. 49). Fourth, the analyze stage reviewed this key literature, employing the constant comparison method 
based on Whittemore and Knafl (2005, pp. 550-551):
12
 (4a) Comparing extracted data item by item in order to 
categorize and group together similar data, and (4b) creating data displays enabling a comparison. Fifth and 
final, the present stage yielded the review (Wolfswinkel et al., 2013, p. 53). 
 
The literature review in this chapter sets out with section 2.1 on the key literature, in line with stages one to 
three. The next sections cover stages four and five and include a fourfold review, based on Rocco and 
Plakhotnik (2009, p. 122): (1) Integrative, (2) theoretical, (3) conceptual, and (4) methodological review. First, 
section 2.2 presents the integrative review, which synthesizes key literature on a topic in an integrated way (p. 
127). Crossetti (2012, p. 12) elaborates on this conceptualization by stating that an integrative review 
summarizes results from previous studies. Therefore, the integrative review in this investigation summarizes 
whether the key literature retained the claims by Chen et al. (2012, p. 164). Second, section 2.3 incorporates 
theory relevant to this investigation in the theoretical review (Rocco & Plakhotnik, 2009, p. 122), covered by 
comparing the conceptual model of Chen et al. (2012, p. 159) to the conceptual frameworks in the key 
literature to identify whether the claims (p. 164) are contextly similar to the key literature. A conceptual model 
explains, inter alia, graphically the main concepts and the presumed relationships among them (Miles & 
Huberman, 1994, p. 18).
13
 Third, section 2.4 yields the conceptual review, which relates the key concepts 
(Rocco & Plakhotnik, 2009, p. 128), to clarify on the basis of concepts in the main question of this thesis, 
whether the claims are based on similar conceptualizations. Fourth, section 2.5 provides the methodological 
review on the method sections in the key literature (Rocco & Plakhotnik, 2009, p. 122), comparing the 
methodologies used by Chen et al. (2012, pp. 158-161) to the key literature, as methodological differences 
may lead to different conclusions (Loney & Stratford, 1999, p. 385). Section 2.6 closes this chapter with an 
overview. 
 
 
2.1 KEY LITERATURE 
 
This section presents the key literature, based on stages one to three of Wolfswinkel et al. (2013, pp. 48-49): 
(1) Define (2.1.1), (2) search, and (3) select (2.1.2). The search and select stages are combined into one 
subsection, since these stages intertwined. 
 
 
2.1.1 DEFINE STAGE 
 
This subsection defines in four steps: (1) Selection criteria, (2) knowledge domain, (3) database, and (4) search 
terms. Display 13 presents the define stage, by showing in columns 1 and 2 the steps and criteria, respectively. 
Columns 3 and 4 systematically explicate and legitimize, respectively, the choices of this investigation in order 
to yield a rigorous literature review. 
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Display 13 Define stage literature review 
Steps Criteria Choices Legitimizations 
Selection 
criteria 
Type of 
publication 
Scholarly (peer- 
reviewed) journals 
Peer-reviewed journal articles are seen as acceptable data for a 
scholarly review (Wolfswinkel et al., 2013, p. 46). 
Timespan 2006-2015 
A decade seems a legitimate timespan, based on Ma, Lee, and 
Yu (2008, p. 236), who chose the decade 1997-2006, stating that 
the conflict management studies of the last decade represent 
the most important and the most updated research. 
Impact 
factor 
2014 Journal  
Citation Reports  
(JCR) (Thomson  
Reuters, 2015)
14
 
The JCR provides quantitative tools for ranking, evaluating, 
categorizing, and comparing journals. The impact factor is one 
of these; it is a measure of the frequency with which the 
"average article" in a journal has been cited in a particular year 
or period. The annual JCR impact factor is a ratio between 
citations and recent citable items published. Thus, the impact 
factor of a journal is calculated by dividing the number of 
current year citations to the source items published in that 
journal during the previous two years.
15
 
Relevance Title and abstract 
Publications are selected by virtue of fitting the criteria, by 
reading the titles, abstracts, or more of the texts (Wolfswinkel 
et al., 2013, p. 49). 
Knowledge 
domain 
- Innovation 
Chen et al. (2012, p. 155) define Innovation as the process that 
transforms new ideas into commercial value (see section 1.1). 
Database - EBSCOhost 
Simultaneous searching in EBSCO databases such as Academic 
Search Elite, Business Source Premier, and E-Journals.  
Search 
terms 
- 
Conflict management See underlined concepts in main question (Display 11 in 
subsection 1.2.2): “To what extent do conflict management 
styles and attachment styles have impact on innovative work 
behavior?” Wildcard (*) applied to find terms such as 
innovation, innovate, innovative. 
Attachment 
Innovat* 
 
 
2.1.2 SEARCH AND SELECT STAGES 
 
The search stage covered the period January 2014 to September 2015. The EBSCOhost database hits were 
narrowed down via the type of publication (Scholarly, peer-reviewed journals) and the timespan (2006-2015). 
Display 14 presents the results from the search and select stages. Columns 1 and 2 show the authors (years) 
and titles, respectively. Columns 3 and 4 include the journals and their 2014 impact factors, subsequently.16 
Columns 5 and 6 disclose the backward and forward references, respectively. The backward references concern 
the references cited in a publication, thereby investigating the origins and development of a theory, construct, 
or model of interest. The forward references identify references citing the specific publication under review; 
therefore this type of search focuses on posterior publications, through which knowledge on a topic can be 
expanded by locating follow-up research.
17
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Display 14 Search and select stages literature review 
Authors (years) Titles Journals 
2014 
impact 
factors 
Backward 
references 
Forward 
references 
Chen et al. (2012) 
Improving employees' job 
satisfaction and innovation 
performance using conflict 
management 
International  
Journal of Conflict 
Management 
.524 77 5
18
 
Zhang, Chen, and 
Sun (2015) 
Emotional intelligence, conflict 
management styles, and  
Innovation performance: an 
empirical study of Chinese 
employees 
International  
Journal of Conflict 
Management 
.524 101 0
19
 
Song, Dyer, and 
Thieme (2006) 
Conflict management and innovation 
performance: an integrated 
contingency perspective 
Journal of the 
Academy of 
Marketing Science 
3.818 77 56
20
 
Janssen (2000) 
Job demands, perceptions of  
effort-reward fairness and  
innovative work behaviour 
Joumal of 
Occupational and 
Organizational 
Psychology 
1.667 66 168
21
 
Rahim (1983a) 
A measure of styles of handling 
interpersonal conflict 
Academy of 
Management 
Journal 
6.448 21 338
22
 
 
Thus, this exploration compared Chen et al. (2012) to Zhang et al. (2015), Song et al. (2006), Janssen (2000), 
and Rahim (1983a), concerning their claims, theories, concepts, and methodologies regarding the impact of 
conflict management styles on innovative work behavior. Zhang et al. (2015) is a key forward reference of 
Chen et al. (2012) and was available as an ‘EarlyCite,’
23
 while Song et al. (2006) is a key backward reference of 
Chen et al. (2012). Janssen (2000) and Rahim (1983a) were included, as Chen et al. (2012)’s theories on 
innovative work behavior and conflict management styles were based on them. Rahim (1983a) may be 
relatively old (thirty-two years), but it has the highest impact factor (6.448). The most recent Chen et al. (2012) 
and Zhang et al. (2015) have the lowest ones (.524). 
 
 
2.2 INTEGRATIVE REVIEW 
 
The integrative review in Display 15 explores whether the key literature grounds the claims from Chen et al. 
(2012). Column 1 shows the numbers, while column 2 discloses the reframed claims from Chen et al. (2012) 
and column 3 indicates whether they retained or rejected these claims. Columns 4 and 5 compare Zhang et al. 
(2015) and Song et al. (2006), respectively, to Chen et al. (2012). Columns 6 and 7 compare Janssen (2000) and 
Rahim (1983a), respectively, to Chen et al. (2012). Relevant texts in the articles are marked green and included 
as annotated versions on the SD card accompanying this thesis (see Appendix A17). 
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Display 15 Integrative review 
Numbers Reframed claims by Chen et al. (2012, p. 164) 
Chen et 
al. (2012, 
p. 164) 
Zhang et 
al. (2015, 
p. 13) 
Song et 
al. (2006, 
p. 350) 
Janssen 
(2000) 
Rahim 
(1983a) 
1 
An integrating conflict management style is 
positively related to innovative work behavior 
Retained Retained Retained 
Not 
studied 
Not 
studied 
2 
A dominating conflict management style is 
negatively related to innovative work behavior 
Rejected Rejected Retained 
Not 
studied 
Not 
studied 
3 
An avoiding conflict management style is 
negatively related to innovative work behavior 
Retained Rejected Retained 
Not 
studied 
Not 
studied 
4 
An obliging conflict management style is 
negatively related to innovative work behavior 
Rejected Rejected Rejected 
Not 
studied 
Not 
studied 
5 
A compromising conflict management style is 
positively related to innovative work behavior 
Rejected Rejected Retained 
Not 
studied 
Not 
studied. 
 
In line with Chen et al., Zhang et al. and Song et al. retained claim 1 (“An integrating conflict management 
style is positively related to innovative work behavior”). Like Chen et al., Zhang et al. rejected claim 2 (“A 
dominating conflict management style is negatively related to innovative work behavior”), while Song et al. 
retained it. As did Chen et al., Song et al. retained claim 3 (“An avoiding conflict management style is 
negatively related to innovative work behavior”), whereas Zhang et al. rejected it. In accordance with Chen et 
al., claim 4 (“An obliging conflict management style is negatively related to innovative work behavior”) is 
rejected by the others. In accordance with Chen et al., claim 5 (“A compromising conflict management style is 
positively related to innovative work behavior”) is rejected by Zhang et al., whereas it is retained by Song et al. 
Janssen and Rahim did not research any of these claims by Chen et al. Thus, there is consensus on retained 
claim 1 and rejected claim 4 and not on the other claims. 
 
 
2.3 THEORETICAL REVIEW 
 
The theoretical review compares the conceptual model of Chen et al. (2012) to the conceptual frameworks in 
the key literature, to identify whether the claims of Chen et al. (2012) are contextly similar. Subsection 2.3.1 
includes Chen et al. (2012)’s conceptual model. Subsections 2.3.2 and 2.3.3 present the conceptual frameworks 
of Zhang et al. (2015) and Song et al. (2006), respectively. Relevant texts in the articles are marked blue and 
included as annotated versions on the SD card accompanying this thesis (see Appendix A17). Both Janssen 
(2000) and Rahim (1983a) did not include a conceptual framework in their respective researches. 
 
 
2.3.1 CONCEPTUAL MODEL OF CHEN ET AL. (2012, P. 159) 
 
Display 16 displays the conceptual model of Chen et al. (2012, p. 159). It also includes the significant results of 
their study (pp. 164, 166). 
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Display 16 Conceptual model with significant results Chen et al. (2012, pp. 159, 164, 166) 
 
 
Chen et al. related the five conflict management styles (integrating, dominating, avoiding, obliging, and 
compromising) to both job satisfaction and innovation performance. The integrating conflict management 
style is significantly positively related to both job satisfaction and innovative work behavior (innovation 
performance). The avoiding conflict management style is only significantly negatively connected to innovative 
work behavior, whereas the compromising conflict management style only has a significantly positive impact 
on job satisfaction. 
 
 
2.3.2 CONCEPTUAL FRAMEWORK OF ZHANG ET AL. (2015, P. 28) 
 
Display 17 displays the conceptual framework of Zhang et al. (2015, p. 28). It also includes the significant 
outcomes of their research (pp. 12-13, 26). 
 
Display 17 Conceptual framework with significant outcomes Zhang et al. (2015, pp. 12-13, 26, 28) 
 
 
Legend: a green arrow indicates a significantly positive relationship, whereas a red arrow implies a significantly 
negative one. A black arrow represents a studied non-significant relationship. This investigation employed the word 
‘innovative work behavior,’ while Chen et al. (2012) employed the term ‘innovation performance’ (see subsection 1.1.1). 
-.19 
+.55 
+.14 
+.22 
Integrating 
D0minating 
Avoiding 
Obliging 
Compromising 
Job satisfaction 
Innovation 
performance 
+.57 
+.5
0 
+.30 
+.30 
+.50 
Integrating 
Obliging 
Dominating 
Avoiding 
Compromising 
Innovation 
performance 
Emotional 
intelligence 
Legend: a green arrow indicates a significantly positive relationship, whereas a black arrow represents a  
researched non-significant relationship. This investigation employed the word ‘innovative work  
behavior,’ while Chen et al. (2012) employed the term ‘innovation performance’ (see subsection 1.1.1). 
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Opposed to Chen et al., Zhang et al. did not research job satisfaction, but they included emotional intelligence 
and related it to an employee’s use of conflict management styles. They characterized emotional intelligence 
as an ability where people regard their own emotions and the emotions of other people as bases for framing 
their relationship with others. Employees with higher levels of emotional intelligence report lower levels of 
conflict and higher levels of readiness to innovate. Zhang et al. argued that emotional intelligence is positively 
related to cooperative conflict management styles (integrating, obliging, and compromising) and negatively to 
uncooperative ones (avoiding and dominating). Emotional intelligence is significantly positively connected to 
integrating and compromising conflict management styles (Zhang et al., 2015, p. 12). Emotional intelligence 
also has a significantly positive impact on the dominating conflict management style, opposed to the 
expected negative effect (pp. 5, 12). Furthermore, emotional intelligence has a significantly positive 
relationship with innovative work behavior. 
 
 
2.3.3 CONCEPTUAL FRAMEWORK OF SONG ET AL. (2006, P. 343) 
 
Display 18 presents the conceptual framework of Song et al. (2006, p. 343), including the significant outcomes. 
 
Display 18 Conceptual framework with significant outcomes Song et al. (2006, pp. 343, 350) 
 
 
+.22 
-.19 
+.18 
+.36 
+.12 
+.33 
-.14 
Integrating 
Accommodating 
Compromising 
Forcing 
Avoiding 
Destructive 
conflict 
Constructive 
conflict 
Innovation 
performance 
Legend: a green arrow indicates a significantly positive relationship, whereas a red arrow implies a significantly negative 
one. A black arrow represents a researched non-significant relationship. This investigation employed the word ‘innovative 
work behavior,’ while Chen et al. (2012) employed the term ‘innovation performance’ (see subsection 1.1.1). 
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Opposed to Chen et al., Song et al. (2006, pp. 342-343) related the five conflict management styles to two 
mediating variables (destructive and constructive conflict), at their turn connected to innovative work 
behavior. Song et al. (2006, p. 344) characterized conflict as destructive, when employees disagree and do not 
feel good about their working relationships as a result of their conflict dynamics. Analogously, conflict is 
constructive, when employees disagree and feel better about their working relationships as a result of their 
conflict dynamics (p. 345). In their research, Song et al. (2006, p. 345) used the term ‘accommodating’ and 
stated that ‘obliging’ is a synonym of it. They also used the term ‘forcing’ and identified ‘dominating’ as 
synonymous. 
 
Both an integrating and an obliging (accommodating) conflict management style are significantly positively 
related to constructive conflict, which is significantly positively related to innovative work behavior. Both a 
dominating (forcing) and an avoiding conflict management style have a significantly positive impact on 
destructive conflict, which has significantly negative effect on innovation performance. Compromising is 
significantly negatively related to destructive conflict, therefore having a positive impact on innovative work 
behavior (Song et al., 2006, p. 350). As a destructive conflict has a significantly negative mediating relationship 
with innovative work behavior: the higher the level of destructive conflict, the lower the level of innovative 
work behavior. Analogously, a constructive conflict has a significantly positive mediating relationship with 
innovative work behavior: the higher the level of constructive conflict, the higher the level of innovative work 
behavior. 
 
 
2.4 CONCEPTUAL REVIEW 
 
This section includes the conceptual review, which relates the key concepts in claims by Chen et al. (2012, p. 
164) to the key literature to explore whether these claims are based on similar conceptualizations. Subsections 
2.4.1 and 2.4.2 cover the conceptualizations of innovative work behavior and conflict management styles, 
respectively. Relevant texts in the articles are marked yellow and included as annotated versions on the SD 
card accompanying this thesis (see Appendix A17). Since this investigation argued that attachment styles were 
not studied before in combination with innovative work behavior and conflict management styles, a 
comparison in this respect was not appropriate. Therefore, a conceptual review of attachment styles was not 
included in this investigation. 
 
 
2.4.1 INNOVATIVE WORK BEHAVIOR CONCEPTUALIZATIONS 
 
This investigation searched for innovative work behavior conceptualizations in the key literature (see Display 
14 in subsection 2.1.2). The search terms ‘innovative work behavior’ and ‘(individual) innovation performance’ 
were employed as they were synonyms. This investigation focused on sentences containing 
conceptualizations including one or more of the three phases of innovative work behavior: ‘generation,’ 
‘promotion,’ and ‘realization,’ based on Display 2 in subsection 1.1.1. 
 
Display 19 presents the ‘innovative work behavior’ and ‘(individual) innovation performance’ 
conceptualizations from the key literature. Column 1 discloses the authors (years, pages) and column 2 the 
terms found. Column 3 displays the disclosed conceptualization sentences. Columns 4 to 6 include the three 
innovative work behavior phases: generation, promotion, and realization, respectively. 
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Display 19 ‘Innovative work behavior’ and ‘(individual) innovation performance’ conceptualizations 
Authors 
(years, 
pages) 
Terms Conceptualization sentences Ge
n
e
ra
tio
n
 
P
ro
m
o
tio
n
 
R
e
a
liza
tio
n
 
Chen et al. 
(2012, p. 
156) 
Individual  
innovation  
performance 
Individual innovation performance includes three dimensions the: 
generation, promotion, and realization of innovative ideas 
x x x 
Zhang et 
al. (2015, 
p. 4) 
Innovative  
work  
behavior 
Janssen followed their definition and then considered innovative work 
behavior (IWB) in the workplace as complex behaviors comprising three 
different behavioral tasks: idea generation, idea promotion, and idea 
realization (Janssen, 2000, Janssen and Van Yperen, 2004) 
x x x 
Song et al. 
(2006, p. 
342) 
Innovation  
performance 
In this context, the outcome/consequence, or dependent, variable of 
interest is innovation performance, which is defined as new product 
program success relative to competitors 
- - x 
Janssen 
(2000, p. 
288) 
Innovative  
work 
behavior 
Following Scott and Bruce (1994), we conceive IWB in the workplace as 
complex behavior consisting of a set of three different behavioral tasks: 
idea generation, idea promotion, and idea realization 
x x x 
Rahim 
(1983a) 
- - - - - 
 
In line with Chen et al., Zhang et al. and Janssen included the generation, promotion, and realization phases in 
their conceptualizations. Song et al. limited their conceptualization to the realization phase, as it includes 
‘success,’ considered a synonym of ‘realization.’ Rahim did not include a conceptualization of innovative work 
behavior or (individual) innovation performance in his research. 
 
 
2.4.2 CONFLICT MANAGEMENT STYLES CONCEPTUALIZATIONS 
 
This investigation also searched for conflict management styles conceptualizations in the key literature. The 
following search terms were employed: integrating, dominating, avoiding, obliging, and compromising (based 
on Display 4 in subsection 1.1.1). Display 20 presents the ‘conflict management styles’ conceptualizations from 
the key literature. Column 1 discloses the authors (years, pages) and column 2 the conceptualization 
sentences. Columns 3 to 7 include the five conflict management styles: integrating, dominating, avoiding, 
obliging, and compromising. 
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Display 20 ‘Conflict management styles’ conceptualizations 
Authors 
(years, 
pages) 
Conceptualization sentences In
te
g
ra
tin
g
 
D
o
m
in
a
tin
g
 
A
vo
id
in
g
 
O
b
lig
in
g
 
C
o
m
p
ro
m
isin
g
 
Chen et al. 
(2012, pp. 
153-154) 
Rahim (1983) differentiated the styles of handling conflict on two similar 
dimensions: concern for self and concern for others. The combination of the 
two dimensions results in the following styles: integrating/cooperating 
(high concern for self and others), dominating/competing (high concern for 
self and low concern for others), compromising (intermediate concern for 
self and others), obliging (low concern for self and high concern for others), 
and avoiding (low concern for self and others). 
x x x x x 
Zhang et al. 
(2015, p. 1) 
To manage conflict, there are five kinds of conflict management styles  
(CMSs), namely integrating, compromising, avoiding, dominating, and  
obliging (Rahim, 2002) 
x x x x x 
Song et al. 
(2006, p. 
344) 
Rahim's (1983) five conflict-handling strategies are integrating, 
accommodating, compromising, forcing, and avoiding 
x x x x x 
Janssen 
(2000) 
- - - - - - 
Rahim 
(1983a, p. 
372) 
The selected factors represent the five independent dimensions of conflict 
styles and were named integrating, avoiding, dominating, obliging, and 
compromising styles, respectively 
x x x x x 
 
In line with Chen et al., all key literature authors included all five conflict management styles in their respective 
researches, except for Janssen, who did not cover a conceptualization of conflict management styles in his 
research. There is consensus on the integrating, avoiding, and compromising conflict management styles 
terms. All authors further used the term ‘dominating,’ whereas Song et al. used its synonym ‘forcing.’ Only 
Song et al. used the term ‘accommodating,’ whereas the other authors used ‘obliging.’ Chen et al. further 
state that ‘cooperating’ is a synonym of ‘integrating,’ and ‘competing’ a synonym of ‘dominating.’ 
 
 
2.5 METHODOLOGICAL REVIEW 
 
This section provides the methodological review on the method sections in the key literature (Rocco & 
Plakhotnik, 2009, p. 122), comparing the methodologies used by Chen et al. (2012, pp. 158-161) to the key 
literature. It assesses the research design and instruments, based on Rocco and Plakhotnik (2009, p. 123). The 
research design includes, inter alia, method, sample and analysis (Babbie, 2013, p. 113). 
 
Display 21 presents the methodological review. Column 1 includes the authors (years) of the key literature. 
Column 2 discloses the samples and column 3 the methods. Columns 4 and 5 display the conflict management 
style and innovative work behavior instruments, respectively. Column 6 shows the analyses. This investigation 
employed the following search terms to find the methodologies in an article: ‘design,’ ‘method,’ ‘instrument,’ 
‘measure,’ ‘sample,’ and ‘analysis.’ Relevant texts in the articles are marked orange and included as annotated 
versions on the SD card accompanying this thesis (see Appendix A17). 
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Display 21 Methodological review 
Authors 
(years) 
Samples Methods Conflict  
management style 
instruments 
Innovative work 
behavior instruments 
Analyses 
Chen et al. 
(2012) 
333 employees 
from 18 
companies in 
China 
Questionnaire 
survey 
Conflict management 
styles (30 items): 
combined from, inter 
alia, Rahim (1983) 
Organizational 
Conflict Inventory 
(ROCI-II) 
Innovation performance 
(8 items): Han et al. 
(2007) Chinese scale, 
based on Janssen (2000) 
(1) Scale purification, (2) 
exploratory factor analysis, 
(3) structural equation 
modeling, (4) confirmatory 
factor analysis, (5) reliability 
analysis, (6) correlation 
analysis, and (7) multiple 
regression analysis 
Zhang et al. 
(2015) 
159 employees 
from Chinese 
construction 
industry 
Questionnaire 
survey 
Conflict management 
styles (26 items): 
derived from Rahim 
Organizational 
Conflict Inventory 
(ROCI-II) 
Innovation performance 
(8 items): Han et al. 
(2007) Chinese scale, 
based on Janssen (2000) 
(1) Reliability analysis, (2) 
Harm[a]n’s single factor 
test, (3) exploratory factor 
analysis, (4) confirmatory 
factor analysis, (5) 
correlation analysis, (6) 
[hierarchical multiple] 
regression analysis, and (7) 
indirect effect test, with a 
bootstrap over Sobel test 
Song et al. 
(2006) 
290 U.S. 
innovation 
managers (R&D 
and marketing 
department 
managers) 
Questionnaire 
survey 
Conflict management 
styles (20 items): 
adapted from Rahim 
(1983)  
Innovation performance 
(5 items): adapted from 
Song and Parry (1997a, 
1997b, 1999) 
(1) Exploratory factor 
analysis, (2) scale 
purification, (3) 
confirmatory factor 
analysis, (4) reliability 
analysis, Harman’s single 
factor test, (5) correlation 
analysis, and (6) path 
analysis 
Janssen 
(2000) 
170 non-
management 
employees 
from a Dutch 
industrial 
organization in 
the food sector 
Questionnaire 
survey 
- Innovative work 
behavior (9 items): 
based on Scott and 
Bruce (1994) and Kanter 
(1998). Self-reports and 
leader-reports 
(supervisors) 
(1) Correlation analysis, (2) 
reliability analysis, and (3) 
hierarchical multiple 
regression analysis 
Rahim 
(1983a) 
1,219 
executives from 
25 different 
industries in the 
U.S. 
Questionnaire 
survey 
Conflict management 
styles (28 items): 
Rahim (1983a) 
Organizational 
Conflict Inventory 
(ROCI-II) 
- (1) [Exploratory] factor 
analysis, (2) [confirmatory] 
factor analysis, (3) 
correlation analysis, (4) 
reliability analysis, and (5) 
stepwise multiple 
discriminant analysis. 
 
In line with Chen et al., Zhang et al. sampled Chinese employees, while Song et al. and Rahim included 
executives from the United States. As did Chen et al., Janssen included employees, however these were 
Dutch. Like Chen et al., the other key authors used a questionnaire. In accordance with Chen et al., the other 
key literature authors based their conflict management styles on Rahim Organizational Conflict Inventory 
(ROCI-II), except for Janssen. As did Chen et al., Zhang et al. based their innovative work behavior instrument 
on Han et al. (2007), both referring to Janssen (2000), while Song et al. adapted the innovative work behavior 
instrument from Song and Parry. 
 
In accordance with Chen et al., Song et al. employed scale purification. However, Chen et al. employed it 
before conducting an exploratory factor analysis, whereas Song et al. did it afterwards. Like Chen et al., the 
other key literature authors conducted exploratory and confirmatory factor analyses, except for Janssen. Only 
Chen et al. performed structural equation modeling. As did Chen et al., the other key literature authors used 
reliability and correlation analyses. In accordance with Chen et al., Zhang et al. and Janssen conducted a 
multiple (hierarchical) regression analysis. Opposite to Chen et al., Song et al. performed path analysis, while 
Rahim conducted a stepwise multiple discriminant analysis to check if his instrument could discriminate 
among known groups. 
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2.6 OVERVIEW 
 
This section presents in Display 22 an overview of the literature review. Column 1 includes the elements of the 
various reviews. Columns 2 to 6 include the key literature in this investigation: Chen et al. (2012), Zhang et al. 
(2015), Song et al. (2006), Janssen (2000), and Rahim (1983a), respectively. Column 7 discloses the degree of 
consensus. The conceptual model and frameworks from the theoretical review are not included in Display 22, 
since these are visualized in section 2.3. 
 
Display 22 Overview literature review 
Elements 
Chen et 
al. (2012) 
Zhang et 
al. (2015) 
Song et 
al. (2006) 
Janssen 
(2000) 
Rahim 
(1983a) 
Degree of 
consensus 
Define, search, and select 
Impact factors .524 .524 3.818 1.667 6.448  
Backward references 77 101 77 66 21 
Forward references 5 0 56 168 338 
Integrative review 
Claim 1: Integrating (+) IWB Retained Retained Retained N.s. N.s. 60% 
Claim 2: Dominating (-) IWB Rejected Rejected Retained N.s. N.s. 40% 
Claim 3: Avoiding (-) IWB Retained Rejected Retained N.s. N.s. 40% 
Claim 4: Obliging (-) IWB Rejected Rejected Rejected N.s. N.s. 60% 
Claim 5: Compromising (+) IWB Rejected Rejected Retained N.s. N.s. 40% 
Innovative work behavior 
conceptualizations 
Generation x x - x - 60% 
Promotion x x - x - 60% 
Realization x x x x - 80% 
Conflict management  
styles conceptualizations 
Integrating x x x - x 80% 
Dominating x x x - x 80% 
Avoiding x x x - x 80% 
Obliging x x x - x 80% 
Compromising x x x - x 80% 
Methodological review 
Questionnaire survey x x x x x 100% 
Employees in China x x - - - 40% 
Rahim (based) conflict 
management style instrument 
x x x - x 80% 
Janssen (based) innovative work 
behavior instruments 
x x - x - 60% 
Analyses 
Scale purification x - x - - 40% 
Exploratory FA x x x - x 80% 
Confirmatory FA x x x - x 80% 
Reliability x x x x x 100% 
Correlations x x x x x 100% 
Multiple regression x x - x - 60% 
 
 
 
 
In line with Chen et al., the key literature tests propositions regarding positive or negative relationships among 
conflict management styles and innovative work behavior. Like Chen et al., the conceptualization of 
innovative work behavior generally includes generation, promotion, and realization, based on Janssen. As did 
Chen et al., the conceptualization of conflict management styles covers integrating, dominating, avoiding, 
obliging, and compromising, based on Rahim. Furthermore, the prototypical research employs exploratory 
and confirmatory factor analyses, conducts reliability and correlation analyses, and carries out a multiple 
regression analysis. 
Legend on integrative review: (+) indicates a significantly positive relationship, whereas (-) implies a  
significantly negative one. IWB refers to innovative work behavior. N.s. means not studied.  
Legend on analyses: FA stands for factor analysis. 
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3 METHODOLOGY 
 
This chapter presents the methodology of this investigation. Section 3.1 covers the research strategy. Section 
3.2 addresses the data collection and section 3.3 presents the data analysis. 
 
 
3.1 RESEARCH STRATEGY 
 
This section covers the research strategy. Subsection 3.1.1 presents the case study and subsection 3.1.2 the 
case description. Subsection 3.1.3 addresses the population and sample and subsection 3.1.4 the respondents. 
 
 
3.1.1 CASE STUDY 
 
A research strategy refers to a coherent set of methods, techniques, and procedures for generating and 
analyzing the research material, as well as to the way a researcher looks at reality and conceptually designs 
the research project (Verschuren, 2003, p. 122). A case study is a research strategy to contribute to the 
knowledge of, inter alia, organizational, group, and individual phenomena (Yin, 2014, p. 4). Such an 
investigation focusses on a ‘case,’ thereby retaining a holistic and real-world perspective, and investigating 
e.g. organizational change processes.
24
 Yin (2014, p. 51) distinguishes single- and multiple-case studies. A 
single-case study is appropriate when having, for instance, a critical case. Critical refers to a theory, in which a 
clear set of circumstances is provided, within which its propositions are believed to be true. The single case 
then can be used to test these propositions. 
 
Furthermore, Yin (2014, pp. 53-55) differentiates holistic from embedded case studies. Holistic applies to 
examining the global nature of an organization or program, whereas embedded refers to research involving 
units of analysis at more than one level, who/which can be selected through sampling, inter alia. The case 
study in this organization considered one organization (Innoveyte), of which its change agent population, the 
embedded units, was investigated and selected in a sample. Thus, this investigation employed an embedded, 
critical single-case study. 
 
 
3.1.2 CASE DESCRIPTION 
 
The case study in this investigation covers an organization in the Netherlands, offering business-to-business 
Information Technology products and services. In context of confidentiality, the case organization is referred 
to as ‘Innoveyte.’ At the start of this investigation (January 1, 2015), Innoveyte had 153 employees, in four 
organizational divisions: (1) Managing Board & Staff, (2) Finance & Control, (3) Sales, and (4) Service & 
Support. 
 
Innoveyte was founded as a sole proprietorship in the first quarter of the previous century. The founder started 
with selling innovative office equipment. The next forty years the company expanded steadily and opened 
several new offices. From the mid 1960’s, the company made the first move into electronics and into 
expanding its business from the Dutch market to international markets. Innoveyte was highly successful in its 
industry, approximately until the economic recession period of 2008. Today, Innoveyte is a full independent 
subsidiary of a global brand. 
 
The case organization experienced limited economic growth for several years consecutively. Therefore, the 
shareholders of Innoveyte demanded the tide to be turned. Consequently, Innoveyte had to control its costs 
and decrease its workforce drastically for multiple years, to remain profitable. In order to ensure economic 
growth, in 2013 the Innoveyte Managing Board decided it was necessary for the organization to undergo a 
transformation. To pave this path of fundamental change, the Managing Board developed a specific 
innovation change program: Innoveyte 2.0. 
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This change program was aimed at, inter alia, creating a mindset of innovative and collaborative 
entrepreneurship, thought mandatory for the organization to be successful again and to face and outperform 
its competition. A central part of the change program was electing employees as organizational change agents 
(‘Innoveytors’). These change agents were considered capable to play a key role in conveying the necessary 
mindset and enhancing innovative work behavior. 
 
 
3.1.3 POPULATION 
 
Throughout 2014, 32 of the 153 employees had been nominated and subsequently elected as change agents 
by the Managing Board of Innoveyte, based on five characteristics: (1) Distinguishing oneself from other 
colleagues by standing out positively, (2) carrying out activities beyond the standard work scope and bringing 
something extra, (3) looking at other departments critically, thereby employing a cross-functional approach, 
(4) identifying organizational bottlenecks, and (5) thinking in possibilities rather than impossibilities. The 
complete change agent population (32) was selected in the sample. 
 
Display 23 presents an overview of the general characteristics of the Innoveyte change agent population, per 
January 30, 2015, being the start of the data collection period. Appendix A8 contains an extensive description 
of the change agent population. 
 
Display 23 Overview Innoveyte change agent population per January 30, 2015 
Categories General characteristics Numbers Totals 
Genders 
Female 6 
32 
Male 26 
Ages 
35 years or younger 9 
32 36-45 years 15 
46 years or older 8 
Educational backgrounds 
Basisonderwijs, mavo, vbo, vmbo, havo, vwo, mbo 10 
32 
Hbo, wo 22 
Organization tenures 
5 years or less 10 
32 6-10 years 10 
11 years or more 12 
Organizational divisions  
Managing Board & Staff 8 
32 
Finance & Control 7 
Sales 7 
Service & Support 10 
 
Innoveyte is a male organization as the males clearly outnumber the females (26 versus 6). It further is a 
predominantly generation X organization as nearly half (15) of the change agents is 36-45 years old, while the 
35 years or younger and the 46 years or older categories are balanced (9 and 8). Next, Innoveyte is a highly 
educated organization as more than two-thirds of the change agents has a higher education (22 out of 32). 
Furthermore, most change agents are veterans, having an organization tenure of 11 years or more, while the 
other change agents are evenly distributed over the other two categories (12 versus 10). Finally, the change 
agents are rather balanced among Innoveyte’s divisions (7 to 10 employees). 
  
20 
 
3.1.4 RESPONDENTS 
 
This investigation distributed a combined questionnaire, based on Chen et al. (2012, p. 161), on Friday January 
30, 2015 as on online form via Google Docs.
25
 The responses were accepted until Monday February 23, 2015. In 
this period two reminders were sent out (see Appendix A6.3). The first reminder, sent out approximately one 
week after first distribution, effected in fourteen new responses. The seconder reminder, sent out one week 
after the first reminder, caused four more responses. Display A75 in Appendix A6.4 presents an overview of 
the daily progress of the responses. This investigation showed a total of 28 responses on the population of 32 
change agents, reflecting an 88% response rate. 
 
The responses were downloaded as a Microsoft Excel sheet from Google Docs and thereafter transformed into 
SPSS 20 file format.
26
 Next, descriptive statistics were generated in SPSS, which Display 24 presents. 
Appendix A9 contains the detailed descriptive statistics of the respondents. 
 
Display 24 Descriptive statistics respondents 
General characteristics 
Sample Population Sample / Population 
response percentages Frequencies Percentages Frequencies Percentages 
Age 
35 years or younger 7 25% 9 28% 78% 
36-45 years 14 50% 15 47% 93% 
46 years or older 7 25% 8 25% 88% 
Total 28 100% 32 100%  
Educational background 
Basisonderwijs, mavo, vbo, 
vmbo, havo, vwo, mbo 
8 29% 10 31% 80% 
Hbo, wo 20 71% 22 69% 91% 
Total 28 100% 32 100%  
Organization tenure 
5 years or less 9 32% 10 31% 90% 
6-10 years 8 29% 10 31% 80% 
11 years or more 11 39% 12 38% 92% 
Total 28 100% 32 100%  
Organizational divisions 
Managing Board & Staff 7 25% 8 25% 88% 
Finance & Control 7 25% 7 22% 100% 
Sales 7 25% 7 22% 100% 
Service & Support 7 25% 10 31% 70% 
Total 28 100% 32 100%  
 28  32  87.5% 
 
The response in the 36-45 years age category is highest (93%), while the 35 years or younger category scores 
lowest (78%). Overall, generation X (the 36-45 years category) covers half of the sample. Furthermore, the 
response in the ‘Hbo, wo’ category is highest (91%), compared to the ‘Basisonderwijs, mavo, vbo, vmbo, havo, 
vwo, mbo’ category (80%), but it is considerably better represented in both the sample (71%) and the 
population (69%). The response in the veteran (11 years or more) category is highest (92%), while the response 
in the 5 years or less category is lowest (80%). Finally, the response is highest in both the Finance & Control 
and Sales divisions (100%), while the response in the Service & Support category is lowest (70%). 
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3.2 DATA COLLECTION 
 
The data were collected by distributing a combined questionnaire, consisting of four separately validated 
questionnaires, as on online form via Google Docs to the Innoveyte change agent population. The combined 
questionnaire was based on Chen et al. (2012, p. 161). Since their complete questionnaire is not provided in 
their article and the authors did not react to emails to provide this questionnaire (see Appendix A1.1), this 
investigation relied on their questionnaire references. Appendix A4 contains an extensive description of the 
development of the specific combined questionnaire in this investigation. 
 
A pretest preceded the data collection (3.2.1). Four questions about general characteristics supplemented the 
combined questionnaire (3.2.2). Subsection 3.2.3 covers the conflict management styles questions. Next, 
subsection 3.2.4 discusses the innovative work behavior questions and subsection 3.2.5 the attachment styles 
questions. Finally, subsection 3.2.6 closes the section on the data collection with a summary. 
 
 
3.2.1 PRETEST 
 
As a pretest, all questions were reviewed by two ‘Organizational Development from a Multidimensional 
Perspective’ theme peer group members, an Open University in the Netherlands graduate Strategic Human 
Resources Management student, one Innoveyte employee, and the examiner of this thesis. All reviewers 
provided feedback on introductory texts and in their perceptions unclear or difficult English words for the 
Dutch population. Since only two words in English language were indicated as being difficult for Dutch 
readers, this investigation supposed it was suitable to distribute the combined questionnaire almost 
completely in English language. 
 
The first difficult English word was indicated in the conflict management styles questionnaire (see Appendix 
A4.3). In question 14 (‘I usually propose a middle ground for breaking deadlocks’) the word ‘deadlocks’ was 
stated as being difficult for a Dutch reader. Google Translate
27
 was employed to find a suitable synonym for 
‘deadlock,’ resulting in the word ‘impasse.’ As this word is common in Dutch language as well, it was supposed 
to be an appropriate alteration. Moreover, this same specific word was already used in conflict management 
style question 7 (‘I try to find a middle course to resolve an impasse’). Therefore, this investigation changed 
conflict management style question 14 into ‘I usually propose a middle ground for breaking impasses.’ 
 
The second difficult English word originated in the attachment styles questionnaire (see Appendix A4.6). In 
question 11 (“I am wary to get engaged in close relationships because I’m afraid to get hurt”) the word ‘wary’ 
was stated as being difficult for a Dutch reader. Again, Google Translate
28
 was employed to find a suitable 
synonym for ‘wary,’ leading to the word ‘cautious.’ Thus, this investigation changed attachment style question 
11 into “I am cautious to get engaged in close relationships because I’m afraid to get hurt.” 
 
 
3.2.2 GENERAL CHARACTERISTICS QUESTIONS 
 
This subsection addresses the four questions about general characteristics that supplemented the combined 
questionnaire. Questions 1 and 2 cover age and educational background, respectively, based on Chen et al. 
(2012, p. 163). These authors included a question on gender as a third general characteristic. This investigation 
omitted this question, because of the very small number of females in the population (see Display 23 in section 
3.1.3). This alteration prevents the possible recognition of individual respondents and thus protects their 
privacy, in line with Chen et al. (2012, p. 161). 
 
The age categories of question 1 were based on Chen et al. (2012, p. 163). These authors used four categories: 
(1) 25 or younger, (2) 26-35, (3) 36-45, and (4) 46 or older. In this investigation, the first two categories were 
combined to one category (35 years or younger), because no Innoveyte change agent was 25 or younger (see 
Display A78 in Appendix A8). 
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Question 2 on educational background employed the specific educational categories of Verweij (2008), based 
on the classification by Statistics Netherlands and connected to ISCED (International Standard Classification of 
Education). Verweij (2008) distinguished the following three educational categories: (1) Low (lagere school, 
lbo, mavo, and vmbo), (2) middle (mbo, havo, and vwo), and (3) high (hbo and wo). Chen et al. (2012, p. 163) 
used the following three educational categories: (1) College, (2) Bachelor, and (3) Master. The Verweij (2008) 
Dutch educational categories within this investigation fit the population better than those of Chen et al. (2012, 
p. 163). To prevent the possible recognition of individual respondents, the ‘low’ and ‘middle’ categories were 
combined in this investigation (see Display A62 in Appendix A4.2). 
 
Question 3 on organization tenure was added based on Janssen (2000, p. 292), who measured organization 
tenure in years. To prevent the possible recognition of individual respondents, this investigation employed the 
four organization tenure categories, based on Sarker, Crossman, and Chinmeteepituck (2003, p. 749)
29
: (1) 5 
years or less, (2) 6-10 years, (3) 11-20 years, and (4) 21 years or more. This investigation combined the last two 
categories to one category (11 years or more), since very few people within Innoveyte had a tenure exceeding 
21 years (see Display A78 in Appendix A8). This alteration was also made to prevent the possible recognition of 
individual respondents. 
 
Question 4 on organizational division was added in line with Rahim (1983a, p. 374) and Rahim (1983b, p. 197), 
who stated that one of the indicators of validity of a scale is its ability to discriminate among known groups. 
Pearce and Robinson (1987, p. 302) elaborated this statement by arguing that the presence of significant 
differences provides evidence of the construct validity of the instrument. This investigation included 
organizational divisions, based on Jackson and Joshi (2004, p. 676), who associated diversity within 
organizations with greater innovation, but also sometimes increased conflict. They further reported that 
diversity varies across organizational divisions, inter alia (p. 677). Thus, this investigation included the 
Innoveyte organizational divisions, in addition to the aforementioned other three general characteristics, to 
check for construct validity, specifically referred to as known group validity. The included four organizational 
divisions are in accordance with the organizational chart applicable to Innoveyte at the start of this 
investigation (see Display 23 in section 3.1.3): (1) Managing Board & Staff, (2) Finance & Control, (3) Sales, and 
(4) Service & Support. 
 
 
3.2.3 CONFLICT MANAGEMENT STYLES QUESTIONNAIRE 
 
Chen et al. (2012, p. 159) used a scale of conflict management to fit their specific situation in China. This scale 
was derived from the Rahim Organizational Conflict Inventory (ROCI-II), developed by Rahim (1983a, pp. 371-
372). It was further based on a cross-culture comparison scale and a Chinese conflict management scale. Since 
the case organization in this investigation resided in the Netherlands, there was no need for adapting the 
western ROCI-II by using a cross-culture comparison scale, nor by adding the conflict management style items 
suitable for China. Therefore, this investigation employed the ROCI-II. 
 
The final ROCI-II consists of 28 items (Rahim, 1983a, p. 371). The ROCI-II appears in three different versions, 
referred to as forms. These three forms (A, B, and C) differ in reference to conflict with boss, subordinate, and 
peer, respectively (p. 370). Rahim and Magner (1995, p. 123) stated that form A contains the word ‘superior’ 
instead of ‘boss,’ while their final version of ROCI-II includes the word ‘supervisor’ (p. 132). This is in line with 
Rahim (2001, p. 206), who stated that items can be altered to measure how a person handles his or her conflict 
with his or her group members and the members of another specific group. Presumably fitting their situation 
better, Chen et al. (2012, p. 162) altered these specific words in ‘others’ and ‘the other person,’ so they did not 
use a specific ROCI-II formulation. Since Rahim and Magner (1995, pp. 123, 132) changed words in the ROCI-II 
as well, this investigation supposed that alterations were appropriate to fit specific situations. Therefore, to fit 
the specific situation within Innoveyte, this investigation employed the word ‘others’ consistently. 
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ROCI-II consists of five subscales: (1) Integrating (seven items), (2) dominating (5 items), (3) avoiding (six 
items), (4) obliging (six items), and (5) compromising (4 items). Each statement was measured on a 5-point 
Likert scale (1 = strongly disagree, 5 = strongly agree) in line with Rahim (1983a, p. 370), who stated that a 
higher value represents higher use of a conflict style, and Rahim and Magner (1995, p. 123). However, the scale 
is contrary to Chen et al. (2012, p. 161) who measured the other way around (1 = strongly agree, 5 = strongly 
disagree). Since Chen et al. (2012, p. 161) did not react to emails to provide their items (see Appendix A1.1), 
this investigation employed the items and scale from Rahim (1983a, pp. 370-372) and Rahim and Magner 
(1995, pp. 123, 132). Display A64 in Appendix A4.3 presents this adapted version of the ROCI-II and Display A65 
the 5-point Likert scale that this investigation employed. 
 
 
3.2.4 INNOVATIVE WORK BEHAVIOR QUESTIONNAIRE 
 
As an operationalization of innovation performance, Chen et al. (2012, pp. 156, 161) used an 8-item Chinese 
innovation performance scale. Since these items were not provided in their article and the authors did not 
react to emails to provide these items (see Appendix A1.1), this investigation employed the individual 
innovation performance concept of innovative work behavior (IWB) by Janssen (2000, p. 292), referred to by 
Chen et al. (2012, p. 156). The IWB questionnaire consists of three subscales: (1) Idea generation (three items), 
(2) idea promotion (three items), and (3) idea realization (three items). Display A69 in Appendix A4.5 presents 
the IWB questionnaire by Janssen (2000, p. 292). 
 
Each statement was measured on a 7-point Likert scale (1 = never, 7 = always), in line with Janssen (2000, p. 
292). Since this researcher solely provided the two extremes of the scale, this investigation employed a 7-point 
Likert scale of ‘frequency’ based on Vagias (2006, p. 2). In this investigation, score ‘7’ was ‘always,’ in line with 
Janssen (2000, p. 292), but contrary to Vagias (2006, p. 2), who used ‘every time.’ The seven response 
categories in this investigation are as follows: 1 = never, 2 = rarely, 3 = occasionally, 4 = sometimes, 5 = 
frequently, 6 = usually, 7 = always. This is contrary to Chen et al. (2012, p. 161), who used reverse 5-point Likert 
scales (1 = strongly agree, 5 = strongly disagree) throughout their study (see subsection 3.2.3). Display A70 in 
Appendix A4.5 includes the 7-point Likert scale this investigation employed. 
 
 
3.2.5 ATTACHMENT STYLES QUESTIONNAIRE 
 
As an operationalization of attachment styles, this investigation employed the 24-item Attachment Styles 
Questionnaire (ASQ) by Hofstra (2009, p. 33). This investigation made one more alteration in the ASQ, in 
addition to the one made based on the pretest (see subsection 3.2.1). Question 5 (‘I feel at ease in intimate 
relationships’) contained the word ‘intimate.’ Since the questionnaire in this investigation applied to 
relationships in work life instead of in private life, this word was altered in ‘close.’ This was supposed an 
appropriate alteration, since this same specific word was used in four other attachment styles questions:  
4 (‘I find it easy to get engaged in close relationships with other people’), 9 (‘I would like to have close 
relationships with other people, but I find it difficult to fully trust them’), 11 (“I am cautious to get engaged in 
close relationships because I’m afraid to get hurt”), and 20 (‘I feel comfortable without having close 
relationships with other people’). The ASQ consists of four subscales: (1) Secure (seven items), (2) fearful (five 
items), (3) preoccupied (seven items), and (4) dismissing (5 items). Display A71 in Appendix A4.6 encloses the 
ASQ. 
 
Each statement was measured on a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree), in line with 
Hofstra (2009, p. 29). Even though they did not explore attachment styles in their study, Chen et al. (2012, p. 
161) used reverse 5-point Likert scales (1 = strongly agree, 5 = strongly disagree) throughout their study (see 
subsection 3.2.3), so this investigation differed in this respect. Display A72 in Appendix A4.6 covers the 5-point 
Likert scale this investigation employed. 
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3.2.6 SUMMARY 
 
This subsection presents in Display 25 a summary of the data collection. 
 
Display 25 Summary data collection 
Questionnaires Researchers (years, pages) Subscales Likert 
scale 
points 
Numbers  
of items 
Totals 
General  
characteristics 
Chen et al. (2012, p. 163) 
Age - 1 
4 
Educational background - 1 
Janssen (2000, p. 292) Organization tenure - 1 
Jackson and Joshi (2004, p. 676) Organizational divisions - 1 
ROCI-II Rahim (1983a, pp. 371-372) 
Integrating 
5 
7 
28 
Dominating 5 
Avoiding 6 
Obliging 6 
Compromising 4 
IWB Janssen (2000, p. 292) 
Idea generation 
7 
3 
9 Idea promotion 3 
Idea realization 3 
ASQ Hofstra (2009, p. 33) 
Secure 
5 
7 
24 
Fearful 5 
Preoccupied 7 
Dismissing 5 
     65 
 
The data were collected employing a combined questionnaire, starting with four questions about the general 
characteristics. The ROCI-II consisted of five subscales, totaling 28 items, all measured on a 5-point Likert 
scale. The IWB questionnaire consisted of three subscales with three items each, also measured on a 7-point 
Likert scale. The ASQ included four subscales with 24 items, all measured on a 5-point Likert scale, totaling 65 
items. 
 
 
3.3 DATA ANALYSIS 
 
This section presents the data analysis. Subsection 3.3.1 describes the data analysis used by Chen et al. (2012, 
pp. 158-164). Thereafter, the following subsections cover the data analysis employed in this investigation.
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Subsection 3.3.2 presents the reliability analysis. Next, subsection 3.3 addresses the factor analysis. Subsection 
3.3.4 closes this chapter with the multiple regression analysis. 
 
 
3.3.1 DATA ANALYSIS BY CHEN ET AL. (2012) 
 
This subsection describes the data analysis used by Chen et al. (2012, pp. 158-164). As a pretest, these authors 
distributed their combined conflict management questionnaire, fitting their specific situation (see subsection 
3.2.3), to 120 students of the Central South University in China (p. 159). They excluded the innovation 
performance questions from the pretest, arguing that these had been validated in previous research. After the 
return of 103 valid questionnaires, Chen et al. (2012, pp. 159-161) tested the validity of their questionnaire 
using scale purification: removing items for which the corrected item-total correlation was less than .40 if the 
total reliability was improved by removing these items. They continued until total reliability could not be 
further enhanced. 
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Next, these authors conducted an exploratory factor analysis (EFA), using principal component analysis (p. 
161). They eliminated factors with factor loadings lower than 0.50 or with cross-loadings higher than .35. Their 
final conflict management scale after the pretest consisted of four factors and 30 items. Thereafter, Chen et al. 
(2012, p. 161) distributed their questionnaire to 450 employees of 18 companies in the Chinese Hunan 
province. After the return of 376 questionnaires, the data analysis of 333 valid questionnaires (reflecting a 74% 
valid response rate) included, subsequently: (1) Structural equation modeling, (2) confirmatory factor analysis, 
(3) reliability analysis, (4) correlation analysis, and (5) multiple regression analysis (pp. 161-164). 
 
First, Chen et al. (2012, p. 161) used structural equation modeling (SEM) to examine the construct of conflict 
management behavior and its five subscales (integrating, dominating, compromising, obliging, and avoiding). 
SEM served to assess the factorial structure of the conflict management styles scale. Second, they used 
confirmatory factor analysis (CFA) to analyze the 30 items of the conflict management styles scale by means 
of LISREL 8.70 software, assessing how well proposed constructs have been measured. Based on the CFA, 
Chen et al. (2012, p. 163) concluded that a five-factor model agreed with the theory better and decided to drop 
the four-factor model, as derived from their pretest. Third, these authors conducted a reliability analysis by 
calculating Cronbach’s Alpha (α) as a measure of the internal consistency of each of the subscales. Fourth, 
Chen et al. (2012, p. 164) performed a correlation analysis to assure whether the variables correlated as 
hypothesized. Fifth and last, these authors used a multiple regression analysis, to test the relationships among 
the variables. 
 
 
3.3.2 RELIABILITY ANALYSIS 
 
Chen et al. (2012, p. 164) define reliability as the accuracy or precision of a measurement instrument, whereas 
Ten Hacken, Leeuwestein-Verbeek, Van Buuren, and Bezemer (2013, p. 9) argue that a reliability analysis is 
needed to check if items added up measure the same construct. Therefore, this investigation checked as first 
part of its data analysis, if the items of the separated questionnaires each measured the construct they were 
supposed to measure. 
 
The reliability analysis in this investigation applied three criteria based on Ten Hacken (2009a, p. 2). First, it 
evaluated whether the means of the individual items on each subscale were sufficiently in line. Second, it 
calculated the adequacy of the internal consistency of these items, employing the Cronbach’s Alpha (α): a 
number between zero and one, indicating the degree of homogeneity, being the extent to which items 
measure the same construct (Ten Hacken et al., 2013, p. 13). Third and last, this investigation assessed the 
acceptability of the degree in which these items correlated. Appendix A10 presents a detailed procedure of the 
reliability analysis. 
 
 
3.3.3 FACTOR ANALYSIS 
 
This subsection focusses on the exploratory factor analysis this investigation employed. Chen et al. (2012, p. 
161) do not define exploratory factor analysis (EFA), whereas Field (2009, p. 628) characterizes it as a technique 
for identifying clusters of variables. To explore if the items of a subscale could be reduced into a smaller 
number of factors, this investigation employed EFA, based on Ten Hacken et al. (2013, pp. 16-17). The EFA 
addressed a subscale’s convergent validity by assessing whether the items that measure the same construct 
correlated highly with one another (Davis, 1989, p. 327), and its discriminant validity by checking whether each 
different measure produced a different concept (Shocker & Zaltman, 1977, p. 405). In more recent 
characterizations, convergent validity considers whether there is a relationship between different items 
assessing the same construct, and discriminant validity whether there is no relationship between items 
collected using the same type of measure but assessing different constructs (Aguinis & Vandenberg, 2014, p. 
590). 
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For the EFA, ‘Principal component analysis’ with ‘Eigenvalues higher than 1 extracted’ and Varimax rotation 
was employed, by means of the regression method, based on Ten Hacken et al. (2013, pp. 17-22). An 
Eigenvalue indicates the extent to which the extracted component represents the variables and should be 
higher than one (pp. 20, 25). This selection method is called Kaiser’s criterion: claiming that Eigenvalues higher 
than 1 represent a substantial amount of variation, therefore justifying retaining all factors that meet this 
specific level (Field, 2009, p. 640). 
 
First, this procedure resulted in a ‘communalities’ matrix (Ten Hacken et al., 2013, p. 19). The communality is 
the proportion of ‘common variance’ present in a variable (Field, 2009, p. 637). The common variance is the 
proportion of total variance that a specific variable shares with other variables (Field, 2009, p. 637). In addition, 
Field (2009, p. 637) states that in EFA it is fundamental to know how much of the variance present in the data 
set is common variance, to explore any common underlying dimensions. Second, the EFA yielded the ‘total 
variance explained’ matrix (Ten Hacken et al., 2013, p. 20). The total variance explained indicates which factors 
with Eigenvalues higher than 1 explain the specific percentage of the total numbers of variables inserted in the 
EFA. An amount of total variance explained higher than 60% was qualified as satisfactory, based on Hair, 
Black, Babin, and Anderson (2014, p. 107). Third and last, the EFA presented the ‘rotated component matrix’ 
(Ten Hacken et al., 2013, p. 20). The rotated component matrix shows the factor loadings for each variable onto 
each factor (Field, 2009, p. 664). 
 
Convergent validity means that items together form one concept, operationalized by whether its factor 
loadings are higher than .45 (Ten Hacken et al., 2013, p. 26). Therefore, a factor loading should be at least .45, 
to retain an item in a scale. Field (2009, p. 645) recommends interpreting only absolute factor loadings higher 
than .40. Since this investigation employed the three-step EFA based on Ten Hacken et al. (2013, pp. 16-23), it 
adopted the .45 level, thereby considering merely absolute values as recommended by Field (2009, p. 645). 
Discriminant validity means that a factor clearly differentiates from other factors, in this investigation 
operationalized by: (1) The subscale’s items’ factor loadings on other factors were low, and (2) other subscale’s 
items’ factor loadings on this factor were low (Ten Hacken et al., 2013, p. 26). Appendix A12 encloses the 
detailed EFA procedure. 
 
 
3.3.4 MULTIPLE REGRESSION ANALYSIS 
 
This subsection covers the multiple regression analysis this investigation employed, in line with Chen et al. 
(2012, p. 164) who used it determine the relationships among the various variables. Multiple regression analysis 
is used to explore the relationship among a number of ‘independent variables’ and one ‘dependent variable’ 
(Pallant, 2007, p. 146). An independent variable explains a dependent variable via a linear model (Ten Hacken 
et al., 2013, p. 66). 
 
In a standard multiple regression, all the independent variables are entered into the equation simultaneously, 
using the ‘Enter method’ (Pallant, 2007, p. 152). The multiple regression analysis in this investigation applied 
three criteria: (1) Assessing the significant independent variables, (2) evaluating the model, and (3) checking 
the assumptions (pp. 155-160). Since the multiple regression analysis aimed for significant findings, any non-
significant independent variables were removed from the analysis, as recommended by Ten Hacken et al. 
(2013, p. 70). After running the multiple regression analysis, the independent variable with the highest P-value 
(therefore being the least significant in the regression model) was removed and then the regression was rerun. 
This process continued until all non-significant independent variables were removed from the regression 
model.  
 
The order of the criteria, as mentioned above, was the reversed version of the order used by Pallant (2007, pp. 
155-160), since this investigation supposed it was relevant to indicate firstly which independent variables were 
significant, preparatory to secondly evaluating the regression model and thirdly checking if assumptions were 
met. 
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First, this investigation assessed the significant independent variables via the ‘standardized regression 
coefficients.’ Regarding the standardized regression coefficients (‘Beta,’ or ‘β’), the values for each of the 
different variables were converted automatically by SPSS to the same scale so that these could be compared, 
in line with Pallant (2007, p. 159). The unstandardized regression coefficients were employed to construct a 
regression equation. These coefficients were evaluated in the context of the number of standard deviations 
that the dependent variable was changed as a result of one standard deviation change in the independent 
variable; and in the context of intercomparability of the independent variables, if applicable (pp. 159-160). 
Since Pallant (2007, p. 160) does not clearly describe whether the dependent variable will change by its own 
number of standard deviations or by the independent variable’s number of standard deviations, this 
investigation relied on Field (2009, pp. 234, 237-241), who provides a series of examples, clarifying that the 
dependent variable changes by its own number of standard deviations. To assess the statistical significance of 
these findings, the regression coefficient values were checked for significance at the .05 level, in line with 
Pallant (2007, p. 159). If so, an independent variable was qualified as making a significant contribution to the 
prediction of the dependent variable. 
 
Second, this investigation evaluated the regression model by checking Adjusted R Square (‘Adjusted R
2
’), 
based on Pallant (2007, p. 158). R Square indicates how much of the variance in the dependent variable is 
explained by the model. When a small sample is involved, the R Square value in the sample tends to be a 
rather optimistic overestimation of the true value in the population. Adjusted R Square statistically corrects the 
R Square
 
value to provide a better estimate of the true population value. To assess the statistical significance 
of the findings, the SPSS ANOVA table was checked for significance at the .05 level. Third and last, in the 
multiple regression the following seven assumptions about the data were checked: (3a) Minimum sample size, 
(3b) no multicollinearity, (3c) no singularity, (3d) no outliers, (3e) normality, (3f) linearity, and (3g) 
homoscedasticity. Appendix A14 presents the detailed procedure and assumptions descriptions of the 
multiple regression analysis. 
 
The multiple regression analysis was employed to test the claims of Chen et al. (2012, p. 164) regarding the 
relationships of the five conflict management styles and four attachment styles (totaling nine styles) on 
innovative work behavior and its three phases (idea generation, idea promotion, and idea realization). This led 
to nine independent variables and four dependent variables, and thirty-six individual propositions, which were 
systematically divided into four different groups, based on: (1) Claims by Chen et al. (2012), (2) the 
differentiated innovative work behavior phases, (3) the transfer to attachment, and (4) the transfer within the 
differentiated phases. 
 
First, Display 26 repeats the five reframed claims of Chen et al. (2012, p. 164). 
 
Display 26 Reframed claims by Chen et al. (2012, p. 164) 
Nr. Reframed claims by Chen et al. (2012, p. 164) 
1 An integrating conflict management style is positively related to innovative work behavior 
2 A dominating conflict management style is negatively related to innovative work behavior 
3 An avoiding conflict management style is negatively related to innovative work behavior 
4 An obliging conflict management style is negatively related to innovative work behavior 
5 A compromising conflict management style is positively related to innovative work behavior. 
 
Second, Display 27 discloses the fifteen propositions on the conflict management style claims by Chen et al. 
(2012, p. 164), reframing ‘innovative work behavior’ by its three phases: ‘idea generation,’ ‘idea promotion,’ 
and ‘idea realization.’ 
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Display 27 Reframed phase claims for innovative work behavior on conflict management styles 
Nr. Reframed phase claims on Chen et al. (2012, p. 164) 
6 An integrating conflict management style is positively related to idea generation 
7 A dominating conflict management style is negatively related to idea generation 
8 An avoiding conflict management style is negatively related to idea generation 
9 An obliging conflict management style is negatively related to idea generation 
10 A compromising conflict management style is positively related to idea generation 
11 An integrating conflict management style is positively related to idea promotion 
12 A dominating conflict management style is negatively related to idea promotion 
13 An avoiding conflict management style is negatively related to idea promotion 
14 An obliging conflict management style is negatively related to idea promotion 
15 A compromising conflict management style is positively related to idea promotion 
16 An integrating conflict management style is positively related to idea realization 
17 A dominating conflict management style is negatively related to idea realization 
18 An avoiding conflict management style is negatively related to idea realization 
19 An obliging conflict management style is negatively related to idea realization 
20 A compromising conflict management style is positively related to idea realization. 
 
Third, Display 28 repeats the four attachment style propositions, transferred from Chen et al. (2012, p. 164)’s 
claims on conflict management styles’ impact on innovative work behavior. 
 
Display 28 Attachment style propositions transferred from Chen et al.’s reframed conflict management style claims 
Nr. Attachment style propositions transferred from Chen et al. (2012, p. 164) 
21 A secure attachment style is positively related to innovative work behavior 
22 A dismissing attachment style is negatively related to innovative work behavior 
23 A fearful attachment style is negatively related to innovative work behavior 
24 A preoccupied attachment style is negatively related to innovative work behavior. 
 
Fourth and last, Display 29 discloses the twelve propositions on attachment styles’ impact on the three 
innovative work behavior phases, transferred from Chen et al. (2012, p. 164)’s reframed claims on conflict 
management styles’ impact on innovative work behavior. 
 
Display 29 Reframed innovative work behavior phase transfer claims 
Nr. Reframed phase transfer claims by Chen et al. (2012, p. 164) 
25 A secure attachment style is positively related to idea generation 
26 A dismissing attachment style is negatively related to idea generation 
27 A fearful attachment style is negatively related to idea generation 
28 A preoccupied attachment style is negatively related to idea generation 
29 A secure attachment style is positively related to idea promotion 
30 A dismissing attachment style is negatively related to idea promotion 
31 A fearful attachment style is negatively related to idea promotion 
32 A preoccupied attachment style is negatively related to idea promotion 
33 A secure attachment style is positively related to idea realization 
34 A dismissing attachment style is negatively related to idea realization. 
35 A fearful attachment style is negatively related to idea realization 
36 A preoccupied attachment style is negatively related to idea realization. 
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4 FINDINGS 
 
This chapter presents the findings of this investigation and compares these to Chen et al. (2012), Janssen 
(2000), Rahim (1983a), and Hofstra (2009), where applicable.
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 Section 4.1 addresses the findings on the 
reliability analysis of this investigation and section 4.2 on the factor analysis. Next, section 4.3 presents the 
multiple regression analysis findings. Section 4.4 closes this chapter with the conclusions. 
 
 
4.1 RELIABILITY ANALYSIS FINDINGS 
 
This section addresses and compares the reliability analysis findings on innovative work behavior (4.1.1), 
conflict management styles (4.1.2), and attachment styles (4.1.3), subsequently. 
 
 
4.1.1 INNOVATIVE WORK BEHAVIOR 
 
This investigation checked the reliability of the separate questionnaires via three criteria: (1) Evaluating 
whether the means of the individual items per subscale were sufficiently in line, (2) calculating the adequacy of 
the internal consistency of these items per subscale, employing the Cronbach’s Alpha (α), and (3) assessing the 
acceptability of the degree in which these items per subscale correlated. Appendix A10.3 presents the detailed 
findings of the reliability analysis on innovative work behavior. 
 
Display 30 presents the reliability findings on the ‘innovative’ work behavior phase subscales. Column 1 shows 
the items and column 2 the corresponding questions. Column 3 provides the ranking scores, based on the 
items’ means, where an item with the smallest deviation from the average of the items was assigned a low 
ranking score (e.g. ‘1’) and an item with the largest deviation a high one (e.g. ‘3’ when three scores applied). 
Column 4 indicates whether Cronbach’s Alpha could be improved by deleting an item. Column 5 encloses the 
numbers of the items’ correlations below the required level of .20. 
 
Display 30 Reliability analysis findings ‘innovative work behavior’ phase subscales 
Items Questions Ranking 
scores 
Possible improvements 
of Cronbach’s Alpha? 
Numbers of  
correlations < .20  
Idea generation 
GEN2 02. Searching out new working methods, 
techniques, or instruments 
1 No - 
GEN1 01. Creating new ideas for difficult issues 2 No - 
GEN3 03. Generating original solutions for problems 3 No - 
Idea promotion 
PRO3 06. Making important organizational members 
enthusiastic for innovative ideas 
1 No - 
PRO1 04. Mobilizing support for innovative ideas 2 No - 
PRO2 05. Acquiring approval for innovative ideas 3 Yes - 
Idea realization 
REA1 07. Transforming innovations into useful 
applications 
1 No - 
REA2 08. Introducing innovative ideas into the work 
environment in a systematic way 
2 No - 
REA3 09. Evaluating the utility of innovative 
behaviors in the workplace 
3 No - 
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The three ‘innovative work behavior’ phase subscales formed a reliable set of items as none of the ‘idea 
generation,’ ‘idea promotion,’ or ‘idea realization’ items got flagged on the combination of the three reliability 
criteria. However, item PRO2 (“Acquiring approval for innovative ideas”) got flagged on the deviation ranking 
and Cronbach’s Alpha reliability criteria, indicating that it was a possibly unreliable item compared to the other 
‘idea promotion’ items. On the other hand, this item showed no low correlations. 
 
This investigation further employed the three-step reliability analysis on the overall innovative work behavior 
scale, consisting of the three subscales additively combined, in line with Janssen (2000, p. 292). Display 31 
presents these findings, analogous to Display 30. 
 
Display 31 Reliability analysis findings ‘innovative work behavior’ 
Subscales Ranking 
scores 
Possible improvements of 
Cronbach’s Alpha? 
Numbers of  
correlations < .20  
Idea promotion 1 No - 
Idea generation 2 Yes - 
Idea realization 3 No - 
 
The overall ‘innovative work behavior’ scale formed also a reliable set of subscales as none of these three 
subscales got flagged on the combination of the three reliability criteria. However, the ‘idea generation’ 
subscale got flagged on the Cronbach’s Alpha reliability criterion, meaning that Cronbach’s Alpha of 
‘innovative work behavior’ could be further improved by deleting ‘idea generation’ from the scale. On the 
other hand, this subscale showed not the largest deviation from the average score, nor any low correlations. 
 
Display 32 presents the innovative work behavior comparison, based on average scores. Column 1 encloses the 
(sub)scales. Columns 2 and 3 show the average scores in this investigation and Janssen (2000, p. 294), 
respectively. Significant findings on the .05 level have a green marked cell. 
 
Display 32 Innovative work behavior comparison findings, based on average scores 
(Sub)scales This investigation Janssen (2000, p. 294) 
Idea generation 5.15 - 
Idea promotion 4.76 - 
Idea realization 4.31 - 
Innovative work behavior 4.74 3.02 
 
The Innoveyte respondents generated ideas (5.15) rather than realizing (4.31) them, with idea promotion in 
between. They scored significantly higher on ‘innovative work behavior’ (.000) than the respondents of 
Janssen (2000, p. 294) (see Display A186 in Appendix A10.3.5). 
 
Display 33 introduces the reliability findings, based on Cronbach’s Alphas. Column 1 shows the (sub)scales. 
Columns 2 and 3 cover Cronbach’s Alphas in this investigation and Janssen (2000, p. 292), respectively. 
 
Display 33 Innovative work behavior comparison findings, based on Cronbach’s Alphas 
(Sub)scales This investigation Janssen (2000, p. 292) 
Idea generation .869 - 
Idea promotion .851 - 
Idea realization .862 - 
Innovative work behavior .874 .950 
 
The ‘innovative work behavior’ scale and its three subscales ‘idea generation,’ ‘idea promotion,’ and ‘idea 
realization’ were reliable on the Cronbach’s Alpha criterion as they fulfilled the required .70 level of Cronbach’s 
Alpha. This investigation’s reliability was lower than that of Janssen (2000, p. 292), as the Alpha of the 
‘innovative work behavior’ scale was lower. 
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This subsection concludes that the ‘innovative work behavior’ scale formed a reliable set of items. This 
investigation’s innovative work behavior average score is significantly higher than that of Janssen (2000, p. 
294). On the other hand, this investigation’s reliability is lower than that of Janssen (2000, p. 292), as 
Cronbach’s Alpha of the ‘innovative work behavior’ scale is lower. 
 
 
4.1.2 CONFLICT MANAGEMENT STYLES 
 
Analogous to subsection 4.1.1, this investigation compared its conflict management style items’ mean scores 
to those of Chen et al. (2012, p. 165). Rahim (1983a) did not mention the items’ means in his research, so a 
comparison in this respect was not possible. Moreover, a comparison with Chen et al. (2012, p. 165) was also 
difficult, since they used a different questionnaire (see section 3.2.3). Display 34 presents the reliability 
findings, based on the items’ means, analogous to Display 32. Appendix A10.1 includes the detailed findings of 
the reliability analysis on conflict management styles. 
 
Display 34 Conflict management styles reliability analysis findings, based on items’ means 
Subscales This investigation Chen et al. (2012, p. 165) 
Integrating 4.07 4.00 
Dominating 3.16 2.01 
Avoiding 2.63 3.56 
Obliging 3.30 2.90 
Compromising 3.53 3.72 
Average 3.34 3.24 
 
In both Chen et al. (2012, p. 165) and this investigation, ‘integrating’ was the predominantly employed 
preference conflict management style, while ‘compromising’ was second best. However, in this investigation 
‘avoiding’ was the least employed preference conflict management style, as opposed to Chen et al. (2012, p. 
165) who demonstrated it as third. In their study, ‘dominating’ was the least employed preference conflict 
management style. Moreover, in this investigation ‘dominating’ was the second least employed preference 
conflict management style, while Chen et al. (2012, p. 166) stated it is the first and predominantly employed 
preference conflict management style in the West. This discloses that the Innoveyte respondents scored 
relatively low on ‘avoiding’ and ‘dominating.’ Furthermore, the Innoveytors scored significantly higher on 
‘dominating’ and ‘obliging’ (.000 both) and significantly lower on ‘avoiding’ (also .000) than the respondents 
from Chen et al. (2012, p. 165) (see Appendix A10.1.6). 
 
Display 35 presents the reliability findings, based on Cronbach’s Alphas. Column 1 shows the conflict 
management styles. Column 2 covers Cronbach’s Alphas in this investigation. Columns 3 and 4 enclose 
Cronbach’s Alphas in Chen et al. (2012, p. 164) and Rahim (1983a, p. 373), respectively. Cronbach’s Alphas 
below the .70 level are marked red, while Cronbach’s Alphas higher than those of Chen et al. (2012, p. 164) and 
Rahim (1983a, p. 373) are marked green. 
 
Display 35 Conflict management styles reliability analysis findings, based on Cronbach’s Alphas 
Conflict management styles This investigation Chen et al. (2012, p. 164) Rahim (1983a, p. 373) 
Integrating .796 .899 .770 
Dominating .644 .850 .720 
Dominating (DOM4 deleted) .736 - - 
Avoiding .730 .747 .750 
Obliging .798 .741 .720 
Compromising .626 .909 .720 
 
 
 
Legend: DOM4: ‘I am generally firm in pursuing my side of the issue’ 
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All conflict management style subscales fulfilled the required .70 level of Cronbach’s Alpha, except for 
‘dominating’ and ‘compromising.’ ‘Dominating’ only met this level if item DOM4 (‘I am generally firm in 
pursuing my side of the issue’) was deleted. ‘Obliging’ had a higher internal consistency than in both the study 
of Chen et al. (2012, p. 164) and the research of Rahim (1983a, p. 373), as the Alpha was higher. 
 
Regarding the correlations (see Display A142 in Appendix A10.1.6), ‘avoiding’ had the highest number below 
the .20 level (10). Both ‘dominating’ (if item DOM4, “I am generally firm in pursuing my side of the issue,” was 
deleted) and ‘compromising’ had no correlations below this level. Furthermore, ‘dominating’ had negative 
correlations between the items DOM2 (“I use my authority to make a decision in my favor”) and DOM4 (“I am 
generally firm in pursuing my side of the issue”). 
 
This subsection closes with the conclusion that the original ‘integrating,’ ‘avoiding,’ ‘obliging,’ and 
‘compromising’ scales form a rather reliable set of items. In this investigation, the conflict management style 
questionnaire had a reliability issue concerning the ‘dominating’ conflict management style items, if item 
DOM4 was retained. Furthermore, it had a reliability issue concerning the ‘compromising’ conflict 
management style items, based on the Cronbach’s Alpha measurement. 
 
 
4.1.3 ATTACHMENT STYLES 
 
Analogous to subsection 4.1.1, this investigation compared its attachment style items’ mean scores to those of 
the ‘Adults’ group from Hofstra (2009, p. 40). Since Chen et al. (2012) did not explore attachment styles in 
their study, a comparison in this respect was not possible. Display 36 presents the reliability findings, based on 
the items’ means, analogous to Display 32. Appendix A10.4 details the findings of the reliability analysis on 
attachment styles. 
 
Display 36 Attachment styles reliability analysis findings, based on items’ means 
Subscales This investigation Hofstra (2009, p. 40) 
Secure 3.70 3.84 
Fearful 2.38 2.27 
Preoccupied 2.45 2.65 
Dismissing 3.27 3.15 
 2.95 2.98 
 
The Innoveyte respondents felt secure (3.70) rather than fearful (2.45) in line with Hofstra (2009, p. 40). The 
order regarding the predominant attachment styles is also the same: secure, dismissing, preoccupied, and 
fearful. Furthermore, the Innoveytors scored significantly lower on the ‘preoccupied’ attachment style (.048) 
than the ‘Adults’ from Hofstra (2009, p. 40) (see Display A227 in Appendix A10.4.5). 
 
Display 37 presents the reliability findings, based on Cronbach’s Alphas, analogous to Display 35. 
 
Display 37 Attachment styles reliability analysis findings, based on Cronbach’s Alphas 
Attachment styles This investigation Hofstra (2009, p. 34) 
Secure .776 .730 
Fearful .854 .750 
Preoccupied .750 .800 
Dismissing .763 .610 
 
All attachment style subscales in this investigation fulfilled the required .70 level of Cronbach’s Alpha, as 
opposed to ‘dismissing’ from Hofstra (2009, p. 34), that did not meet this level. ‘Secure,’ ‘fearful,’ and 
‘dismissing’ all had a higher Cronbach’s Alpha reliability than Hofstra (2009, p. 34). 
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Regarding the correlation reliability criterion, ‘preoccupied’ had the highest number of correlations (10) among 
its items below the .20 level (see Display A231 in Appendix A10.4.5). ‘Fearful’ had no correlations below this 
level. Furthermore, ‘secure’ had negative correlations between its items SEC7 (“I trust that others will be there 
for me when I need them”) and SEC1 (“I feel at ease in emotional relationships”). ‘Preoccupied’ had negative 
correlations between its items PRE6 (“I find it important to know whether other people like me”) and PRE4 (“I 
fear to be left alone”). 
 
This subsection closes with the conclusion that the original ‘secure,’ ‘fearful,’ ‘preoccupied,’ and ‘dismissing’ 
scales formed a reliable set of items. In both Hofstra (2009, p. 40) and this investigation, the predominant 
attachment style order was ‘secure,’ ‘dismissing,’ ‘preoccupied,’ and ‘fearful.’ 
 
 
4.2 FACTOR ANALYSIS FINDINGS 
 
This section focusses on the findings of the exploratory factor analysis (EFA), in this investigation employed to 
explore if the items of a subscale could be reduced into a smaller number of factors. The following subsections 
present the EFA on innovative work behavior (4.2.1), conflict management styles (4.2.2), and attachment 
styles (4.2.3), subsequently. 
 
 
4.2.1 INNOVATIVE WORK BEHAVIOR 
 
Display 38 presents the EFA findings on innovative work behavior. Column 1 encloses the exploratory factors 
and column 2 their numbers of items. Column 3 shows the exploratory factor denominations, based on their 
prototypical items, which had the highest factor loadings, and column 4 the innovative work behavior phases 
the prototypical items belong to. Column 5 indicates the highest factor loadings. Columns 6 and 7 include the 
percentage and cumulative percentage of total variance explained by the specific exploratory factor. Appendix 
A12.3 details the findings of the EFA on innovative work behavior. 
 
Display 38 Exploratory factor analysis findings innovative work behavior 
Exploratory 
factors 
Numbers 
of items 
Denominations 
(prototypical items) 
Innovative work 
behavior phases 
Factor 
loadings 
% of 
variance 
Cum.  
% 
1 6 
Evaluating the utility of 
innovative behaviors in the 
workplace (REA3) 
Idea realization .846 64% 64% 
2 6 
Searching out new working 
methods, techniques, or 
instruments (GEN2) 
Idea generation .885 12% 76% 
 12*    76%  
 
 
 
 
The original nine innovative work behavior items could be reduced to two factors, satisfactorily losing only 
24% of information. Factor 1 (“Evaluating the utility of innovative behaviors in the workplace”) consisted of six 
items and explained 64% of the variance. Exploratory factor 2 (“Searching out new working methods, 
techniques, or instruments”) also consisted of six items and explained an additional 12% of the variance. 
Factor 1 originally indicated ‘idea realization,’ based on its prototypical item REA3, and factor 2 ‘idea 
generation,’ based on its prototypical item GEN2. Since all three original ‘idea promotion’ items loaded high 
on two factors instead of one, the number of items summed up to 12 instead of the original 9 IWB items. 
 
 
 
 
Legend: * This number of items differs from the original number of 9 IWB items, since three items loaded high on two 
factors instead of one: PRO3 (“Making important organizational members enthusiastic for innovative ideas”), PRO1 
(“Mobilizing support for innovative ideas”), and PRO2 (“Acquiring approval for innovative ideas”). 
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Display 39 presents the convergent and discriminant validity of the innovative work behavior phases 
subscales. 
 
Display 39 Convergent and discriminant validity innovative work behavior phases subscales 
Innovative work 
behavior phases 
(numbers of items) 
Convergent validity:  
Are the absolute 
factor loadings > .45 
on one factor? 
Discriminant validity 
Dimension 1: Are the phase’s 
items’ factor loadings on other 
factors low? 
Dimension 2: Are other phase 
items’ factor loadings on this 
factor low? 
Idea generation (3) Yes (100% on factor 2) Yes No 
Idea promotion (3) Yes (100% on factor 1  
and 100% on factor 2) 
No No 
Idea realization (3) Yes (100% on factor 1) Yes No. 
 
The EFA discloses that each innovative work behavior phase subscale is convergent valid, as each subscale is 
covered fully (100%) by one factor. The ‘idea promotion’ subscale is convergent valid on both exploratory 
factors. However, none of the innovative work behavior phase subscales is discriminant valid on both 
discriminant validity dimensions. 
 
 
4.2.2 CONFLICT MANAGEMENT STYLES 
 
Display 40 presents the EFA findings on the conflict management styles, analogous to Display 38. Appendix 
A12.1 contains the detailed findings of the EFA on the conflict management styles. 
 
Display 40 Exploratory factor analysis findings conflict management styles 
Exploratory 
factors 
Numbers  
of items 
Denominations 
(prototypical items) 
Conflict 
management styles 
Factor 
loadings 
% of 
variance 
Cum.  
% 
1 6 
Accommodating others’ wishes 
(OBL2) 
Obliging .748 18.5% 18.5% 
2 4 Avoiding encounters (AVO4) Avoiding .895 15.6% 34.1% 
3 3 
Using power to win a 
competitive situation (DOM5) 
Dominating .840 10.9% 45.0% 
4 4 
Exchanging information for 
problem solving (INT4) 
Integrating .870 9.7% 54.7% 
5 5 
Negotiating for reaching a 
compromise (COM3) 
Compromising .909 7.6% 62.3% 
6 4* 
Pursuing own side of the issue 
(DOM4) 
Dominating .812 6.3% 68.6% 
7 3 Giving and taking (COM4) Compromising .771 4.8% 73.4% 
8 2 
Avoiding open discussion of 
differences (AVO2) 
Avoiding .851 4.2% 77.6% 
9 2 
Working with others for 
problem understanding (INT3) 
Integrating .752 3.7% 81.3% 
 33**    81.3% 81.3% 
 
 
  
Legend: * DOM3 (“I use my expertise to make a decision in my favor”) included, but this item was below the .45 level. 
** This number of items differs from the original number of 28 conflict management style items, since five items 
loaded high on two factors instead of one: OBL6 (“I try to satisfy the expectations of others”), OBL1 (“I generally try to 
satisfy the needs of others”), INT6 (“I collaborate with others to come up with decisions acceptable to us”), COM1 (“I try 
to find a middle course to resolve an impasse”), and INT5 (“I try to bring all our concerns out in the open so that the 
issues can be resolved in the best possible way”). 
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The original 28 conflict management style items could be reduced to nine factors, satisfactorily losing only 
19% of information. Exploratory factor 1 (“Accommodating others’ wishes”) consisted of six items and 
accounted for the highest percentage of variance explained (18.5%). Based on their prototypical items, factors 
4 and 9 originally indicated ‘integrating,’ factors 3 and 6 ‘dominating,’ factors 2 and 8 ‘avoiding,’ factor 1 
‘obliging,’ and factors 5 and 7 ‘compromising.’ Factor 6 contained one item below the .45 level, namely DOM3 
(“I use my expertise to make a decision in my favor”). Since five items loaded high on two factors instead of 
one, the number of items summed up to 33 instead of the original 28 conflict management style items. 
 
 
4.2.3 ATTACHMENT STYLES 
 
Display 41 presents the EFA findings on the attachment styles, analogous to Display 38. Appendix A12.4 
details the findings of the EFA on the attachment styles. 
 
Display 41 Exploratory factor analysis findings attachment styles 
Exploratory 
factors 
Numbers 
of items 
Denominations 
(prototypical items) 
Attachment 
styles 
Factor 
loadings 
% of 
variance 
Cum. 
 % 
1 5 
Trusting that others will be there 
when needing them (SEC7) 
Secure .889 25.7% 25.7% 
2 5 
Not finding it easy to get engaged in 
close relationships with other people 
(SEC4) 
Secure .835* 16.1% 41.8% 
3 6 
Being afraid not being liked by other 
people (PRE3) 
Preoccupied .865 12.5% 54.3% 
4 4 
Feeling at ease in emotional 
relationships (SEC1) 
Secure .861 8.1% 62.4% 
5 3 
Finding it important being 
independent (DIS2) 
Dismissing .907 6.6% 69.0% 
6 3 
Having the impression usually liking 
others better than being liked by 
others (PRE2) 
Preoccupied .892 5.1% 74.1% 
 26**    74.1%  
 
 
 
 
 
The original 24 attachment style items could be reduced to six factors, satisfactorily losing only 26% of 
information. Exploratory factor 1 (“Trusting that others will be there when needing them”) consisted of 5 items 
and accounted for the highest percentage of variance explained (25.7%). Factor 2 (“Not finding it easy to get 
engaged in close relationships with other people”) also included five items and originally had a negative factor 
loading; therefore the factor denomination was reversed accordingly. Based on their prototypical items, 
factors 1, 2, and 4 originally indicated ‘secure,’ factors 3 and 6 ‘preoccupied,’ and factor 5 ‘dismissing.’ The 
original attachment style ‘fearful’ was lacking, for not having a high enough factor loading to be a prototypical 
item of one of the exploratory factors. Since two items loaded high on two factors instead of one, the number 
of items summed up to 26 instead of the original 24 attachment style items. 
 
 
4.3 MULTIPLE REGRESSION ANALYSIS FINDINGS 
 
This section addresses the findings of the multiple regression analysis, employed in this investigation to 
further determine the relationships among the various variables. The following subsections present the 
multiple regression analysis findings on the dependent variables, all related to innovative work behavior by 
forming its subscales: idea generation (4.3.1), idea promotion (4.3.2), and idea realization (4.3.3), respectively. 
Legend: * Originally a negative value; therefore the denomination was reversed. 
** This number of items differs from the original number of 24 attachment style items, since two items loaded  
high on two factors instead of one: PRE4 (“I fear to be left alone”) and FEA4 (“I am cautious to get engaged in  
close relationships because I’m afraid to get hurt”). 
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Subsection 4.3.4 covers the multiple regression analysis findings on the overall innovative work behavior (IWB) 
scale. Appendix A14 contains the detailed findings of the multiple regression analysis. 
 
 
4.3.1 IDEA GENERATION 
 
Display 42 presents the multiple regression analysis findings regarding idea generation as the dependent 
variable. Column 1 shows the dependent and significant independent variables. Column 2 includes the 
standardized Beta value and columns 3 and 4 the t-value and its significance, respectively. Columns 5 and 6 
present the F-value and its significance, respectively, and column 7 the Adjusted R Square value. Column 8 
encloses the standard deviations. A significant test on the .05 level (Pallant, 2007, p. 159) has a green marked 
cell. Appendix A14.1 contains the extensive findings of the multiple regression analysis on idea generation, 
showing that all assumptions and subassumptions of this multiple regression analysis were met, except for the 
minimum sample size. 
 
Display 42 Multiple regression analysis findings on idea generation 
 Beta t Sig. F Sig. 
Adjusted 
R Square 
Standard  
deviations 
Idea generation  2.74 
Dismissing attachment style .586 3.691 .001 13.625 .001 .319 2.95 
 
The dismissing attachment style significantly explained 32% of the variance in ‘idea generation’: if a dismissing 
attachment style score could be increased by one standard deviation (2.95), the idea generation score would 
be predicted to rise 1.61 (= .586 * 2.74). The standardized regression formula was: Idea generation = .586 * 
Dismissing attachment style. 
 
 
4.3.2 IDEA PROMOTION 
 
Analogous to Display 42, Display 43 covers the multiple regression analysis findings on idea promotion as the 
dependent variable. Appendix A14.2 includes the elaborated findings of the multiple regression analysis on 
idea promotion, displaying that all assumptions and subassumptions of this multiple regression analysis were 
measured up to, except for the minimum sample size. 
 
Display 43 Multiple regression analysis findings on idea generation 
 Beta t Sig. F Sig. 
Adjusted 
R Square 
Standard  
deviations 
Idea promotion  3.41 
Dismissing attachment style .455 2.609 .015 6.805 .015 .177 2.95 
 
The dismissing attachment style significantly explained 18% of the variance in ‘idea promotion’: if a dismissing 
attachment style score was enhanced by one standard deviation (2.95), the idea promotion score was 
expected to grow 1.55 (= .455 * 3.41). The standardized regression formula was: Idea promotion = .455 * 
Dismissing attachment style. 
 
 
4.3.3 IDEA REALIZATION 
 
Display 44 presents the multiple regression analysis findings on idea realization as the dependent variable, 
analogous to Display 42. Appendix A14.3 contains the extensive findings of the multiple regression analysis on 
idea realization, showing that all assumptions and subassumptions of this multiple regression analysis were 
met, also except for the minimum sample size. 
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Display 44 Multiple regression analysis findings on idea realization 
 Betas ts Sig. Fs Sig. 
Adjusted R 
Squares 
Standard  
deviations 
Idea realization  3.84 
Integrating conflict management style +.506 +3.272 .003 
6.599 .002 .384 
2.50 
Compromising conflict management style -.472 -2.928 .007 2.03 
Preoccupied attachment style -.369 -2.332 .028 3.60 
 
The integrating and compromising conflict management styles and the preoccupied attachment style 
significantly explained 38% of the variance in ‘idea realization.’ If an integrating conflict management style 
score could be increased by one standard deviation (2.50), the idea realization score was anticipated to grow 
1.94 (= .506 * 3.84). Analogously, if a compromising conflict management style score was enhanced by one 
standard deviation (2.03), the idea realization score was expected to drop 1.81 (= -.472 * 3.84). Similarly, if a 
preoccupied attachment style score could be increased by one standard deviation (3.60), the idea realization 
score would be forecasted to drop 1.42 (= -.369 * 3.84). The standardized regression formula was: Idea 
realization = .506 * Integrating conflict management style - .472 * Compromising conflict management style - 
.369 * Preoccupied attachment style. 
 
 
4.3.4 INNOVATIVE WORK BEHAVIOR 
 
Analogous to Display 42, Display 45 presents the multiple regression analysis findings on innovative work 
behavior as the dependent variable. Appendix A14.4 includes the elaborated findings of the multiple 
regression analysis on innovative work behavior, showing that all assumptions and subassumptions of this 
multiple regression analysis were met, again except for the minimum sample size. 
 
Display 45 Multiple regression analysis findings on innovative work behavior 
 Beta t Sig. F Sig. 
Adjusted 
R Square 
Standard  
deviations 
Innovative work behavior  9.01 
Dismissing attachment style .464 2.667 .013 7.114 .013 .185 2.95 
 
The dismissing attachment style significantly explained 19% of the variance in ‘innovative work behavior’: if a 
dismissing attachment style score was increased by one standard deviation (2.95), the innovative work 
behavior score was expected to enlarge 4.18 (= .464 * 9.01). The standardized regression formula was: 
Innovative work behavior = .464 * Dismissing attachment style. 
 
 
4.4 CONCLUSIONS 
 
This section concludes the findings sections. Subsection 4.4.1 presents the findings on the propositions. 
Subsection 4.4.2 closes this chapter by integrating the findings of the various analyses of this chapter. 
 
 
4.4.1 PROPOSITION FINDINGS 
 
First, Display 46 covers the proposition findings of this investigation compared to the reframed claims by Chen 
et al. (2012). Column 1 displays the numbers and column 2 the reframed claims. Column 3 shows the findings 
of this investigation and column 4 the results of Chen et al. (2012, p. 164). 
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Display 46 Proposition findings of this investigation compared to reframed claims by Chen et al. (2012) 
Nr. Reframed claim propositions based on Chen et al. (2012, p. 164) Findings this 
investigation 
Results 
Chen et al. 
1 An integrating conflict management style is positively related to innovative work behavior Rejected Retained 
2 A dominating conflict management style is negatively related to innovative work behavior Rejected Rejected 
3 An avoiding conflict management style is negatively related to innovative work behavior Rejected Retained 
4 An obliging conflict management style is negatively related to innovative work behavior Rejected Rejected 
5 A compromising conflict management style is positively related to innovative work behavior Rejected Rejected. 
 
This investigation rejected the claim by Chen et al. (2012, p. 164) that an integrating conflict management 
style has a positive impact on innovative work behavior and that an avoiding conflict management style 
negatively effects innovative work behavior. In line with Chen et al. (2012, p. 164), this investigation rejected 
their other three hypotheses. 
 
Second, Display 47 analogously to Display 46 discloses the proposition findings of this investigation compared 
to the phase inferences on Chen et al. (2012, p. 164), reframing ‘innovative work behavior’ by its three phases: 
idea generation, idea promotion, and idea realization. A phase retained inference indicates that a retained 
claim by Chen et al. (2012) on a specific conflict management style was explored per phase. 
 
Display 47 Proposition findings of this investigation compared to reframed phase claims based on Chen et al. (2012) 
Nr. Reframed phase claim propositions based on Chen et al. (2012, p. 164): from 
innovative work behavior to idea generation, promotion, and realization 
Findings this 
investigation 
Phase inferences 
Chen et al. 
6 An integrating conflict management style is positively related to idea generation Rejected Phase retained 
7 A dominating conflict management style is negatively related to idea generation Rejected Phase rejected 
8 An avoiding conflict management style is negatively related to idea generation Rejected Phase retained 
9 An obliging conflict management style is negatively related to idea generation Rejected Phase rejected 
10 A compromising conflict management style is positively related to idea generation Rejected Phase rejected 
11 An integrating conflict management style is positively related to idea promotion Rejected Phase retained 
12 A dominating conflict management style is negatively related to idea promotion Rejected Phase rejected 
13 An avoiding conflict management style is negatively related to idea promotion Rejected Phase retained 
14 An obliging conflict management style is negatively related to idea promotion Rejected Phase rejected 
15 A compromising conflict management style is positively related to idea promotion Rejected Phase rejected 
16 An integrating conflict management style is positively related to idea realization Retained Phase retained 
17 A dominating conflict management style is negatively related to idea realization Rejected Phase rejected 
18 An avoiding conflict management style is negatively related to idea realization Rejected Phase retained 
19 An obliging conflict management style is negatively related to idea realization Rejected Phase rejected 
20 A compromising conflict management style is positively related to idea realization Rev. retained Phase rejected. 
 
All of this investigation’s phase inferences on Chen et al. (2012, p. 164) were rejected, except for the positive 
impact of an integrating conflict management style on idea realization. Contrary to the rejected phase 
inference on Chen et al. (2012), this investigation found that a compromising conflict management style has a 
negative (instead of a positive) effect on idea realization.  
 
Third, Display 48 presents analogously to Display 46 the proposition findings of this investigation compared to 
the attachment styles’ impact on innovative work behavior, transferred from Chen et al. (2012, p. 164)’s 
reframed inferences on conflict management styles’ impact on innovative work behavior. A transfer retained 
inference indicates that a retained claim by (Chen et al., 2012) on a specific conflict management style was 
transferred to the analogous attachment style. 
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Display 48 Proposition findings of this investigation compared to transfer inferences on Chen et al. (2012) 
Nr. Attachment style propositions transferred from Chen et al. (2012, p. 164) Findings this 
investigation 
Transfer inferences 
Chen et al. 
21 A secure attachment style is positively related to innovative work behavior Rejected Transfer retained 
22 A dismissing attachment style is negatively related to innovative work behavior Rev. retained Transfer rejected 
23 A fearful attachment style is negatively related to innovative work behavior Rejected Transfer retained 
24 A preoccupied attachment style is negatively related to innovative work behavior Rejected Transfer rejected. 
 
Opposite to this investigation’s transfer from Chen et al. (2012), the propositions were rejected that ‘a secure 
attachment style is positively related to innovative work behavior’ and that ‘a fearful attachment style is 
negatively related to innovative work behavior.’ Also contrary to this investigation’s transfer from Chen et al. 
(2012), it was found that a dismissing attachment style has a positive (instead of negative) impact on 
innovative work behavior. 
 
Fourth and last, Display 49 discloses analogously to Display 46 the proposition findings of this investigation 
compared to attachment styles’ impact on the three innovative work behavior phases, transferred from Chen 
et al. (2012, p. 164)’s reframed inferences on conflict management styles’ impact on innovative work behavior. 
A phase transfer retained inference indicates that a retained claim by Chen et al. (2012) on a specific conflict 
management style was explored per phase and transferred to the analogous attachment style. 
 
Display 49 Proposition findings of this investigation compared to phase transfer inferences on Chen et al. (2012) 
Nr. Reframed phase transfer claim propositions based on Chen et al. 
(2012, p. 164): from innovative work behavior to idea generation, 
promotion, and realization 
Findings this 
investigation 
Phase transfer  
Inferences Chen et al. 
25 A secure attachment style is positively related to idea generation Rejected Phase transfer retained 
26 A dismissing attachment style is negatively related to idea generation Rev. retained Phase transfer rejected 
27 A fearful attachment style is negatively related to idea generation Rejected Phase transfer retained 
28 A preoccupied attachment style is negatively related to idea generation Rejected Phase transfer rejected 
29 A secure attachment style is positively related to idea promotion Rejected Phase transfer retained 
30 A dismissing attachment style is negatively related to idea promotion Rev. retained Phase transfer rejected 
31 A fearful attachment style is negatively related to idea promotion Rejected Phase transfer retained 
32 A preoccupied attachment style is negatively related to idea promotion Rejected Phase transfer rejected 
33 A secure attachment style is positively related to idea realization Rejected Phase transfer retained 
34 A dismissing attachment style is negatively related to idea realization. Rejected Phase transfer rejected 
35 A fearful attachment style is negatively related to idea realization Rejected Phase transfer retained 
36 A preoccupied attachment style is negatively related to idea realization Retained Phase transfer rejected. 
 
All of this investigation’s phase transfer inferences on Chen et al. (2012, p. 164) were rejected. Contrary to the 
rejected phase transfer inferences on Chen et al. (2012), this investigation found that a dismissing attachment 
style has a positive (instead of a negative) impact on idea generation and idea promotion. Furthermore and 
also contrary to the phase rejected transfer inference on Chen et al. (2012), this investigation found that a 
preoccupied attachment style has a negative effect on idea realization. 
 
 
4.4.2 INTEGRATED FINDINGS 
 
Display 50 integrates the findings of the various analyses covered in this chapter. Subcolumn 1 shows the 
dependent variables, while subcolumn 2 and row 2 display the standard deviations, employed in the multiple 
regression analysis to calculate the impact or effect of the regression coefficients on the dependent variables. 
Columns 3 to 6 display the various significant independent variables. Column 7 includes the Adjusted R Square 
values, relevant to the multiple regression analysis conclusions. Significant findings on the .05 level have a 
green marked cell. Cronbach’s Alphas below the .70 level are marked red. 
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Display 50 Integrated findings  
Dependent variables 
Dismissing 
attachment 
style 
Integrating 
conflict 
management 
style 
Compromising 
conflict 
management 
style 
Preoccupied 
attachment 
style 
Adjusted 
R  
Squares 
Multiple regression analysis SDs 2.95 2.50 2.03 3.60  
Innovative work behavior 9.01 +.464    .185 
Idea generation 2.74 +.586    .319 
Idea promotion 3.41 +.455    .177 
Idea realization 3.84  +.506 -.472 -.369 .384 
Reliability analysis 
Items’ means 3.27 4.07 3.53 2.45  
Cronbach’s Alphas .763 .796 .626 .750  
# Correlations < .20 0 4 0 10  
Negative correlations 0 0 0 PRE4/PRE6  
Factor analysis (EFA) 
Convergent valid? No No No No  
Discriminant valid (1)?* No No No No  
Discriminant valid (2)?** No Yes No No  
 
 
 
Innovative work behavior, and its phases idea generation and idea promotion, were only affected by the 
dismissing attachment style (holding a positive view of oneself, being self-reliant, and valuing autonomy), 
where the dismissing attachment style has more impact on idea generation than on innovative work behavior 
and idea promotion (.586 versus .464 and .455, respectively). Idea realization positively depended on the 
integrating conflict management style (having a high degree of caring about oneself as well as others and 
aiming to pursue a win-win situation) and negatively on the compromising conflict management style (giving up 
things for sharing common interests with others and there is an appropriate degree of concern for others and 
oneself) and the preoccupied attachment style (holding negative views of oneself but positive views of others 
and having low self-worth and being anxious in close relationships). The integrating conflict management 
style has a more positive impact on idea realization than the negative impact of the compromising conflict 
management style and the preoccupied attachment style (+.506 versus -.472 and -.369, respectively). 
 
The dismissing attachment style significantly explained 19% of the variance in innovative work behavior: if a 
dismissing attachment style score was increased by one standard deviation (SD = 2.95), the innovative work 
behavior score was expected to enlarge 4.18 (= .464 * 9.01). The standardized regression formula was: 
Innovative work behavior = .464 * Dismissing attachment style. It was concluded that the dismissing 
attachment style subscale was reliable on the items’ means, Cronbach’s Alpha, number of correlations lower 
than .20, and negative correlations criteria. However, the EFA disclosed that the ‘dismissing’ subscale was not 
convergent valid, and that it was also not discriminant valid. Thus, the limited validity of the dismissing 
attachment style subscale makes the conclusion limitedly valid that increasing a dismissing attachment style 
score by 2.95 (one standard deviation), predicts the innovative work behavior score to move up 4.18. 
 
The dismissing attachment style was also the key variable in idea generation, explaining 32% of the variance: if 
a dismissing attachment style score was enhanced by one standard deviation (2.95), the idea generation score 
was predicted to rise 1.61 (= .586 * 2.74). The standardized regression formula was: Idea generation = .586 * 
Dismissing attachment style. However, the limited validity of the dismissing attachment style also limits the 
validity of this conclusion as well that rising the dismissing attachment style score by 2.95, the idea generation 
score is predicted to rise 1.61. The dismissing attachment style was also the key variable in idea promotion, 
explaining 18% of the variance: if a dismissing attachment style score could be increased by one standard 
deviation (2.95), the idea promotion score was expected to grow 1.55 (= .455 * 3.41). The standardized 
regression formula was: Idea promotion = .455 * Dismissing attachment style. However, again this conclusion 
is limitedly valid due to the limited validity of the dismissing attachment style subscale. 
 
Legend: * Discriminant validity dimension (1): the subscale’s items’ factor loadings on other factors are low. 
** Discriminant validity dimension (2): other subscale items’ factor loadings on this factor are low. 
41 
 
The integrating and compromising conflict management styles and the preoccupied attachment style 
significantly explained 38% of the variance in idea realization. If an integrating conflict management style 
score could be increased by one standard deviation (2.50), the idea realization score was anticipated to grow 
1.94 (= .506 * 3.84). Analogously, if a compromising conflict management style score was enhanced by one 
standard deviation (2.03), the idea realization score was expected to drop 1.81 (= -.472 * 3.84). Similarly, if a 
preoccupied attachment style score could be increased by one standard deviation (3.60), the idea realization 
score would be forecasted to drop 1.42 (= -.369 * 3.84). The standardized regression formula was: Idea 
realization = .506 * Integrating conflict management style - .472 * Compromising conflict management style - 
.369 * Preoccupied attachment style. 
 
It was concluded that the ‘integrating’ subscale was reliable on the items’ means and Cronbach’s Alpha 
criteria. ‘Integrating’ did show 4 low correlations, however, but no negative correlations were found. The EFA 
indicated that the ‘integrating’ subscale was not convergent valid and that it was only discriminant valid on 
one of two dimensions. Thus, the ‘integrating’ subscale is limitedly valid. This makes the conclusion limitedly 
valid that if an integrating conflict management style score could be increased by 2.50, the idea realization 
score was anticipated to grow 1.94. 
 
The ‘compromising’ subscale was reliable on the items’ means criterion. It further was reliable regarding the 
correlations criteria, since no low and no negative correlations arose. On the other hand, there was a reliability 
issue concerning the ‘compromising’ conflict management style items, based on the Cronbach’s Alpha 
measurement, since it was below the required .70 level. The EFA disclosed that the ‘compromising’ subscale 
was not convergent valid, and the EFA further revealed that it was also not discriminant valid. Thus, the 
compromising conflict management style subscale is also limitedly valid. This limits the validity of the 
conclusion that if a compromising conflict management style score was enhanced by 2.03, the idea realization 
score was expected to drop 1.81. 
 
The ‘preoccupied’ subscale was reliable on the item’s means criterion and moreover, this mean was 
significantly lower than its benchmark value. Furthermore, ‘preoccupied’ was reliable regarding the 
Cronbach’s Alpha measurement. On the other hand, it included ten low correlations and it showed negative 
correlations between its items PRE6 (“I find it important to know whether other people like me”) and PRE4 (“I 
fear to be left alone”). The EFA revealed that the ‘preoccupied’ subscale was not convergent valid and that it 
was also not discriminant valid. Thus, the preoccupied attachment style subscale is also limitedly valid. Again, 
this makes the conclusion limitedly valid that if a preoccupied attachment style score could be increased by 
3.60, the idea realization score would be forecasted to drop 1.42. 
 
Based on these findings, the dismissing attachment style plays a key role in explaining innovation. ‘Dismissing’ 
was conceptualized as “Holding positive views of oneself but negative views of others, being self-reliant and 
valuing autonomy to an extreme degree, often at the expense of intimacy with others” (see Display 8 in 
section 1.1.2). Thus, the key conclusion is that holding a positive view of oneself, being self-reliant and valuing 
autonomy is core to innovative work behavior. Therefore, innovation is especially fostered through self-
reliance. 
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5 EVALUATION 
 
This chapter presents the evaluation of this investigation. Section 5.1 covers the discussion on theoretical 
validity.
32
 Section 5.2 addresses the discussion on construct validity,
33
 section 5.3 on known group validity, and 
section 5.4 on external validity.
34
 Section 5.5 covers the theoretical recommendations and section 5.6 closes 
this chapter with the practical ones. In addition to these discussions, this investigation extensively assessed its 
reliability (see section 4.1 and Appendix A10). 
 
 
5.1 DISCUSSION ON THEORETICAL VALIDITY 
 
Display 51 presents the conceptual schema of this investigation and includes its significant findings, compared 
to Chen et al. (2012)’s results. 
 
 
Display 51 Conceptual schema of this investigation 
 
 
This investigation elaborated Chen et al. (2012)’s study on the impact of conflict management styles on 
innovative work behavior, by integrating the impact of both conflict management styles and attachment 
styles on innovative work behavior and its three phases: (1) Idea generation, (2) idea promotion, and (3) idea 
realization. They claimed a significantly positive impact of the integrating conflict management style and a 
significantly negative effect of the compromising conflict management style on innovative work behavior. 
-.19 
+.51 
-.37 
-.47 
+.51 
+.59 
+.46 
+.46 
Legend: Legend: dark blue shapes originate from Chen et al. (2012)’s conceptual model, whereas the light blue shapes 
were added by this investigation. A solid green arrow indicates a significantly positive relationship from Chen et al., 
while a dotted green arrow represents this investigation. Analogously, a solid red arrow implies a significantly negative 
relationship from Chen et al., and a dotted red arrow stands for this investigation. This investigation employed the 
word ‘innovative work behavior,’ while Chen et al. employed the term ‘innovation performance’ (see subsection 1.1.1). 
Integrating 
D0minating 
Avoiding 
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Compromising 
Innovative  
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Conflict 
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This investigation could not retain these claims, but it did find that a dismissing attachment style has a 
significantly positive impact on innovative work behavior. Furthermore, a dismissing attachment style had a 
significantly positive impact on the innovative work behavior phases idea generation and idea promotion. In 
addition, an integrating conflict management style had a significantly positive impact on the innovative work 
behavior phase idealization, whereas this phase was significantly negatively effected by a compromising 
conflict management style and a preoccupied attachment style. 
 
These findings differ from the theory and therefore contribute to the scrutiny of scientific knowledge, 
indicating theoretical relevance. To assess the scrutiny of these findings, this investigation compares these 
findings to the reframed claims from the key literature as reported in Display 15 in section 2.2. Display 52 
presents whether the key literature grounds the findings from this investigation. Column 1 shows the 
numbers, while column 2 discloses the propositions on innovative work behavior. Columns 3 to 6 compare the 
findings of this investigation to Chen et al. (2012)’s results and Zhang et al. (2015)’s and Song et al. (2006)’s 
outcomes, respectively. 
 
Display 52 Proposition findings of this investigation compared to reframed claims from key literature 
Nr. Reframed claim propositions based on Chen 
et al. (2012, p. 164) 
Findings this 
investigation 
Results 
Chen et al. 
Outcomes 
Zhang et al. 
Outcomes 
Song et al. 
1 
An integrating conflict management style is  
positively related to innovative work behavior 
Rejected Retained Retained Retained 
2 
A dominating conflict management style is  
negatively related to innovative work behavior 
Rejected Rejected Rejected Retained 
3 
An avoiding conflict management style is  
negatively related to innovative work behavior 
Rejected Retained Rejected Retained 
4 
An obliging conflict management style is  
negatively related to innovative work behavior 
Rejected Rejected Rejected Rejected 
5 
A compromising conflict management style is 
positively related to innovative work behavior 
Rejected Rejected Rejected Retained. 
 
Contrary to the key literature, this investigation rejected the claim that an integrating conflict management 
style is positively related to innovative work behavior. A possible explanation for this difference is that this 
investigation covered an organization in the Netherlands, whereas Chen et al. and Zhang et al. sampled 
Chinese employees and Song et al. included executives from the United States. In line with Chen et al. and 
Zhang et al., this investigation rejected the hypothesis that a dominating conflict management style is 
negatively related to innovative work behavior, whereas Song et al. retained it. Possible explanations may also 
be the US sample and that they used an innovative work behavior instrument based on Song and Parry, while 
this investigation, Chen et al., and Zhang et al. employed a Janssen (2000) based instrument. Furthermore, the 
innovative work behavior conceptualization by Song et al. only included the idea realization phase, whereas 
this investigation and the other key literature authors also included the idea generation and idea promotion 
phases. 
 
Contrary to Chen et al. and Song et al., but in accordance with Zhang et al., this investigation rejected that an 
avoiding conflict management style has a negative impact on innovative work behavior. This difference may 
be due to the fact that Chen et al. and Song et al. had larger samples (333 and 290, respectively) from different 
companies, whereas this investigation covered a sample of only 28 employees in one organization and that 
Zhang et al. included 159 respondents, roughly half of Chen et al.’s and Song et al.’s samples. In accordance 
with all key literature authors, this investigation rejected that an obliging conflict management style is 
negatively related to innovative work behavior. Also in line with Chen et al. and Song et al., this investigation 
rejected that a compromising conflict management style positively affects innovative work behavior, while 
Song et al. retained it. This again may be due to Song et al. using different innovative work behavior 
instrument and conceptualizations. In respect to this, the various authors of the key literature alternate words 
such as innovation, innovation performance, individual innovation performance, individual innovation, and 
innovative work behavior throughout their texts to make them more thrilling to read. This controverses a 
consistent conceptualization of innovation. Display A422 in Appendix A16.1 illustrates these innovation-
related synonymizations. 
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5.2 DISCUSSION ON CONSTRUCT VALIDITY 
 
This section assesses the accuracy of this investigation’s measurement of the concepts being investigated. 
The questions 1 and 2 about the general characteristics covered age and educational background, 
respectively, based on Chen et al. (2012, p. 163). These authors included a question on gender as a third 
general characteristic. This investigation omitted that question, because of the very small number of females 
in the population to keep the anonymity promise (see Display 23 in section 3.1.3). Question 2 on educational 
background employed the specific Dutch educational categories of Verweij (2008), based on the classification 
by Statistics Netherlands and connected to ISCED (International Standard Classification of Education). Chen et 
al. (2012, p. 163) used the following educational categories: College, Bachelor, and Master. The Dutch 
educational categories within this investigation fit the Dutch population better than those of Chen et al. (2012, 
p. 163). 
 
Question 3 on organization tenure was added based on Janssen (2000, p. 292), who measured organization 
tenure in years. In this investigation, tenure categories were employed instead of the exact number of tenure 
years, to prevent the possible recognition of individual respondents. This investigation employed the tenure 
categories by Sarker et al. (2003, p. 749): 5 years or less, 6-10, 11-20, and 21 years or more. However, the last 
two categories were combined to one category (11 years or more), since very few people within Innoveyte had 
a tenure exceeding 21 years (see Display A78 in Appendix A8). Question 4 on organizational division was 
added based on Jackson and Joshi (2004, p. 676). The age and organization tenure questions (see subsection 
3.2.2), were measured at the ordinal level, to prevent recognition of individual respondents. These choices 
limited the construct validity of this investigation. 
 
Display 53 presents a comparison between the findings on the multiple regression analysis and correlation 
analysis, analogous to Display 50 in subsection 4.4.2. The correlation analysis findings were included in the 
thesis draft version, but not included in the thesis final version, due to thesis page requirements.
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Display 53 Comparison between findings on multiple regression analysis findings and correlation analysis 
Dependent variables 
Dismissing 
attachment 
style 
Integrating 
conflict 
management style 
Compromising 
conflict 
management style 
Preoccupied 
attachment style 
Adjusted 
R  
Squares 
Multiple regression analysis SDs 2.95 2.50 2.03 3.60  
Innovative work behavior 9.01 +.464    .185 
Idea generation 2.74 +.586    .319 
Idea promotion 3.41 +.455    .177 
Idea realization 3.84  +.506 -.472 -.369 .384 
Correlation analysis 
Innovative work behavior +.46     
Idea generation +.59     
Idea promotion +.46     
Idea realization  +.45    
 
The dismissing attachment style regression coefficients of innovative work behavior, idea generation, and 
idea promotion are equal to their respective correlation coefficients, since ‘dismissing’ is the only significant 
independent variable in the respective regression models. Regarding idea realization, the regression and 
correlation coefficients of the integrating conflict management style differ, since the idea realization 
regression model also includes the compromising conflict management style and the preoccupied attachment 
style. Thus, the correlation analysis findings back the findings of the multiple regression analysis. 
 
Display 54 presents a comparison between the findings on the confirmatory factor analysis (CFA) and 
exploratory factor analysis (EFA), analogous to Display 50 in subsection 4.4.2. The CFA findings were included 
in the thesis draft version, but not included in the thesis final version, due to thesis page requirements.
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Display 54 Comparison between findings on confirmatory factor analysis and exploratory factor analysis 
Dependent variables 
Dismissing 
attachment style 
Integrating conflict 
management style 
Compromising conflict 
management style 
Preoccupied 
attachment style 
Confirmatory factor analysis (CFA) 
Convergent valid? No Yes No No 
Exploratory factor analysis (EFA) 
Convergent valid? No No No No 
Discriminant valid (1)?* No No No No 
Discriminant valid (2)?** No Yes No No. 
 
 
 
Regarding the dismissing attachment style findings, both the CFA and the EFA disclosed that the ‘dismissing’ 
subscale was not convergent valid, and the EFA further that it was also not discriminant valid. Furthermore, 
the CFA on the integrating conflict management style disclosed that ‘integrating’ was convergent valid, but 
the EFA contradicted this finding. Moreover, ‘integrating’ was only discriminant valid on one of two 
dimensions. Both the CFA and the EFA disclosed that the ‘compromising’ subscale was not convergent valid, 
and the EFA further revealed that it was also not discriminant valid; the same goes for the preoccupied 
attachment style. These findings indicate that the CFA findings were fairly backed by the EFA ones, except for 
the ‘integrating’ conflict management style subscale. This limits the construct validity of this investigation. 
 
An important limitation of this investigation is the small sample size (n=28). Saunders et al. (2009, p. 218) 
indicate that in quantitative research a minimum sample size of thirty is necessary for conducting statistical 
analyses. (Pallant, 2007, p. 148) presents seven requirements for employing multiple regression analyses, the 
first being a minimal sample size, operationalized as: N > 50 + 8m, where N is the sample size and m is the 
number of independent variables. The minimum sample size assumption in this investigation was not met on 
the regression analyses on innovative work behavior, idea generation, idea promotion, and idea realization. 
However, the six other assumptions were met on these four dependent variables, as disclosed in Appendix 
A14. Thus, the effect of this limitation on the construct validity of this investigation seems limited. 
 
 
5.3 DISCUSSION ON KNOWN GROUP VALIDITY 
 
Four questions about general characteristics were added in line with Rahim (1983a, p. 374) and Rahim (1983b, 
p. 197), who stated that one of the indicators of validity of a scale is its ability to discriminate among known 
groups. This investigation included organizational divisions, based on Jackson and Joshi (2004, p. 676), who 
associated diversity within organizations with greater innovation, but also sometimes increased conflict. They 
further reported that diversity varies across organizational divisions, inter alia (p. 677).This investigation 
included the Innoveyte organizational divisions, in addition to the other three general characteristics, to check 
for known group validity (Saxe & Weitz, 1982, p. 347). Appendix A15 details the known groups analyses. 
 
Display A421 in Appendix A15.5 shows that ‘Age’ has neither a significantly positive impact nor a significantly 
negative effect on any of the dependent variables. It further discloses that higher educated respondents score 
significantly lower on the avoiding conflict management style than lower educated ones. At the same time, 
higher educated respondents score significantly higher on all innovative work behavior subscales (idea 
generation, idea promotion, and idea realization), as well on the overall innovative work behavior scale. 
Furthermore, it indicates that newcomers (respondents with an organization tenure of 5 years or less) score 
significantly higher on idea promotion, idea realization, and innovative work behavior than veterans 
(respondents with an organization tenure of 11 years or more). Finally, it reveals that Finance & Control 
respondents score significantly higher on the integrating conflict management style than the Sales and 
Service & Support respondents. 
 
Thus, the known-group validity of this investigation is limited, since these differences between the known 
groups indicate that these variables may play an intermediate or moderate role. Future research should take 
this notion into account. 
Legend: * Discriminant validity dimension (1): the subscale’s items’ factor loadings on other factors are low. 
** Discriminant validity dimension (2): other subscale items’ factor loadings on this factor are low. 
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5.4 DISCUSSION ON EXTERNAL VALIDITY 
 
The small sample size of this investigation (see also section 5.2) and the specific Innoveyte change agent 
population limit the generalization of the findings to other situations. Based on the Innoveyte respondents 
(see subsection 3.1.4), the findings of this investigation may prudently be generalized to male, generation X, 
highly educated, veteran, and balanced divisions organizations. 
 
 
5.5 THEORETICAL RECOMMENDATIONS 
 
Subsection 5.5.1 presents a theoretical assessment of Chen et al. (2012) and subsection 5.5.2 the suggestions 
for future research. 
 
 
5.5.1 THEORETICAL ASSESSMENT OF CHEN ET AL. (2012) 
 
Whetten (1989, pp. 493-494) stated that a research contribution to scientific knowledge not only means 
pointing out limitations in current conceptions of a theory's range of application, but also applying a 
theoretical feedback loop: (1) Focus on multiple elements of the theory, (2) marshal compelling evidence, and 
(3) propose alternatives. Compelling evidence can be logical (the theory is not internally consistent), empirical 
(predictions are inconsistent with the data accumulated from several studies), or epistemological (assumptions 
are invalid given information from another field). Thus, to discuss theoretical relevance, this section: (1) Points 
out multiple limitations in the study of Chen et al. (2012), (2) marshals compelling evidence, and (3) proposes 
alternatives. 
 
First, Chen et al. (2012, p. 154) stated that they ‘adapted’ the classification of Rahim (1983a, p. 369). The term 
‘adapted’ is put between inverted commas, as this investigation assumes that the authors meant ‘adopted’ 
rather than ‘adapted’ used in their text, since they used the same classification regarding the five conflict 
management styles as Rahim (1983a, p. 369). Chen et al. (2012, p. 154) rotated the figure of Rahim (1983a, p. 
369) 90 degrees clockwise, see Display 55. Thus, logically, it seems that they adapted the graphical 
representation of Rahim (1983a, p. 369) rather than the classification. Looking at the axes of the respective 
graphical representations, both axes of Chen et al. (2012, p. 154) run from ‘low’ to ‘high.’ The horizontal axis 
from Rahim (1983a, p. 369) runs from ‘high’ to ‘low,’ which contradicts the horizontal axis of the prototypical, 
Cartesian, coordinate system.
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 Therefore, the graphical representation of Chen et al. (2012, p. 154) seems 
more logical than the one of Rahim (1983a, p. 369). Therefore, this investigation interprets ‘adopt’ on the 
conflict management styles classification (being the same in both Chen et al. (2012, p. 154) and Rahim (1983a, 
p. 369) and ‘adapt’ on the graphical representation as applied by Chen et al. (2012, p. 154). 
 
Display 55 Graphical representation of conflict management styles, based on Chen et al. (2012) and Rahim (1983a) 
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Second, in both Chen et al. (2012, p. 165) and this investigation, ‘integrating’ was the predominantly employed 
preference conflict management style, while ‘compromising’ was second best. In their study, ‘dominating’ was 
the least used style, whereas in this investigation it was the second least used style. Chen et al. (2012, p. 166) 
stated ‘dominating’ is the first employed style in the West. Thus, empirically, this investigation supports e.g. 
the results of Chen et al. (2012, p. 165) on the ‘integrating’ and ‘compromising’ conflict management styles, 
while it contradicts the prevalent West ‘dominating’ conflict management style referred to by these authors. 
Therefore, this investigation proposes to further test these conflict management style findings in future 
research. 
 
 
5.5.2 SUGGESTIONS FOR FUTURE RESEARCH 
 
This investigation integrated the impact of attachment styles and conflict management styles on innovative 
work behavior and its three phases (idea generation, promotion, and realization). To investigate this impact, it 
transferred the five claims on conflict management by Chen et al. (2012) to four claims on attachment. In 
addition, these nine claims were explored for innovative work behavior overall as well as for its three phases, 
resulting in thirty-six propositions. To further explain and understand innovative work behavior, future 
researchers should explore its three phases in depth to link patterns on the individual level to the aggregate 
phenomenon (Baetschmann, 2014, p. 398). Furthermore, future researchers should also elaborate attachment 
styles’ impact on innovative work behavior, since it seems that limited research has been carried out regarding 
this subject matter. To critically assess the findings of this investigation, future researchers should explore 
whether a dismissing attachment style indeed positively influences innovative work behavior and its idea 
generation and promotion phases. Furthermore, they should also include conflict management styles in their 
research, to check if an integrating conflict management style indeed does have a positive and if a 
compromising one has a negative relationship with idea realization. In addition, they should research if a 
preoccupied attachment style also has a negative effect on the idea realization phase of innovative work 
behavior. 
 
This investigation indicated in subsection 1.1.1 that innovation is the process that transforms new ideas into 
commercial value (Chen et al., 2012, p. 155), but it did not make clear how commercial value can be converted 
into cash flows after the realization of innovative ideas. This investigation relied on Janssen (2000, p. 292) to 
measure innovative work behavior. As he drew on Kanter (1988)’s phases of innovation, it is remarkable that 
he did not include her fourth and final phase: transfer or diffusion. This fourth phase relates to the 
commercialization or adoption of the idea (Kanter, 1988, p. 173). To gain practical relevance, future 
researchers could include the transfer phase in their innovative work behavior conceptualization. 
 
Another suggestion for future research is to include humor styles, as researched along with attachment styles 
and conflict management styles by Cann, Norman, Welbourne, and Calhoun (2008). Humor styles reflect the 
ways in which individuals express humor in social settings; humor can be self or other directed, and supportive 
or demeaning (Cann et al., 2008, pp. 133-134). Within this framework there are four main humor styles: self-
directed positive (self-enhancing) or negative (self-defeating) uses of humor or other directed positive 
(affiliative) or negative (aggressive) uses of humor. These styles parallel quite closely the attachment and 
conflict management dimensions since they focus on positive and negative dimensions separately for self and 
for others: Display 7 in subsection 1.1.2. 
 
Some of the items in this investigation’s questionnaires are double-barreled: possibly representing two 
constructs and eventually confusing the respondents (Hinkin, 1998, p. 108). Examples of double-barreled 
items in this investigation are conflict management style question 3 (AVO1: I attempt to avoid being ‘put on 
the spot’ and try to keep my conflict with others to myself) and attachment styles questions 3 (SEC3: I trust 
other people and I like it when other people can rely on me) and 22 (DIS3: I prefer that others are independent 
of me, and that I am independent of others) (see Appendix A7). These double-barreled items further limit the 
construct validity and should be split in future research. 
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Chen et al. (2012, pp. 152, 155) further put forward the concept of job satisfaction: one’s general attitude to the 
job. They linked job satisfaction to organizational commitment and performance, as well as to conflict 
management behavior and innovation. Analogous to the impact on innovation performance, they claimed and 
retained that integrating and compromising conflict management styles are positively related to job 
satisfaction. As an operationalization job satisfaction, Chen et al. (2012, pp. 155, 161) used the 3-item Michigan 
Organization Assessment Questionnaire (MOAQ). Since these items were not provided in their article and they 
did not react to emails to provide these items (see Appendix A1.1), this investigation employed the 3-item 
MOAQ Job Satisfaction Subscale (MOAQ-JSS) of Bowling and Hammond (2008, p. 64), referred to by Chen et 
al. (2012, p. 155). Display A67 in Appendix A4.4 presents the MOAQ-JSS. 
 
The original version of the MOAQ-JSS used a 7-point Likert disagree-agree scale, although several researchers 
used 5-point or 6-point scales (Bowling & Hammond, 2008, p. 64). This investigation employed the original 7-
point scale, based on Fields (2002, p. 5). The seven response categories were as follows: 1 = strongly disagree,  
2 = disagree, 3 = slightly disagree, 4 = neither agree nor disagree, 5 = slightly agree, 6 = agree, 7 = strongly 
agree. This was contrary to Chen et al. (2012, p. 161), who used reverse 5-point Likert scales (1 = strongly 
agree, 5 = strongly disagree) throughout their study (see subsection 3.2.3). Display A68 in Appendix A4.4 
contains the 7-point Likert scale employed by this investigation. Since the multiple regression analysis 
including job satisfaction yielded no significant findings (see Appendix A14), this investigation did not further 
include the job satisfaction conceptualization in the thesis main text.
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 Future research should shed more light 
on Chen et al. (pp. 164, 166)’s conclusions that the integrating conflict management style is significantly 
positively related to job satisfaction and that the compromising conflict management style has a significantly 
positive impact on job satisfaction. 
 
 
5.6 PRACTICAL RECOMMENDATIONS 
 
Practically, this investigation benefits Dutch small and medium-sized enterprises (SMEs) offering business-to-
business Information Technology products and services in the Benelux Union. These organizations may gather 
insight in enhancing their organizational members’ innovative work behavior by improved understanding of 
the relationship among innovative work behavior and attachment and conflict management styles. These 
firms are recommended to hire people with dismissing attachment styles to enhance the generation and 
promotion of innovative ideas, and to increase overall innovative organizational work behavior. Furthermore, 
these firms need people who employ an integrating conflict management style, since it has a positive impact 
on the realization of innovative ideas.  
 
Analogously, these firms are advised to avoid hiring people with preoccupied attachment styles if they want to 
stimulate innovative work behavior, since the preoccupied attachment style is negatively related to the idea 
realization phase of innovative work behavior. Especially, as it is generally easier to change attitudes than it is 
to change attachment styles, which are rather fixed (Ben‐Ari & Hirshberg, 2009, pp. 59-60). Furthermore, they 
might hire employees with integrating conflict management styles, since an integrating conflict management 
style is positively related to the idea realization phase of innovative work behavior. Taking these 
recommendations into account, these enterprises may become more vital and competitive, through their 
employees transforming innovative ideas into commercial value, as argued by Chen et al. (2012, p. 155). 
 
Furthermore, higher educated respondents scored significantly higher on all innovative work behavior 
subscales (idea generation, idea promotion, and idea realization), as well on the overall innovative work 
behavior scale. Newcomers (respondents with an organization tenure of 5 years or less) scored significantly 
higher on idea promotion, idea realization, and innovative work behavior than veterans (respondents with an 
organization tenure of 11 years or more). Thus, organizations wanting to enhance innovative work behavior, 
are recommended hiring highly educated employees and attracting newcomers.  
 
The key conclusion is that holding a positive view of oneself, being self-reliant and valuing autonomy is core to 
innovative work behavior. Therefore, innovation is especially fostered through self-reliance.  
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DEFINITIONS 
 
This Appendix presents in Display A57 an overview of the concepts in this thesis. 
 
Display A56 Overview of key concepts and definitions 
 
  
Concepts Definitions 
Authors Authors of golden article: Chen et al. (2012) 
Researchers All other researchers 
Investigator Erik Rosema 
  
Study Golden article: study of Chen et al. (2012) 
Research Research of all other researchers 
Investigation The investigation by Erik Rosema, covered in this thesis 
  
Definitions / define Definitions in golden article by Chen et al. (2012) 
Characterizations / 
characterize 
Characterizations (definitions) by other researchers 
Conceptualizations/ 
conceptualize 
Conceptualizations (definitions) in this thesis 
  
Results Results in golden article by Chen et al. (2012) 
Outcomes Outcomes in all other researches 
Findings Findings in this thesis 
  
Claims Claims in golden article by Chen et al. (2012) 
Inferences Inferences by all other researchers 
Conclusions Conclusions in this thesis 
  
Claim This investigation conceptualizes a claim as what it derived from theory (Saunders et al., 2009, 
p. 133) and operationalizes it as a retained hypothesis by Chen et al. (2012) 
Hypothesis A tested and rejected hypothesis by Chen et al. (2012) 
Proposition an advancement to test a theory derivation in another context (Saunders et al., 2009, p. 335) 
  
Conceptual model Conceptual model in golden article by Chen et al. (2012) 
Conceptual framework Conceptual framework by other researchers 
Conceptual schema Conceptual schema in this thesis 
  
Retain Retained claims in statistical testing 
Reject Rejected claims in statistical testing 
  
Generation X Employees 36-45 years old 
Highly educated Employees with a higher education (Hbo, wo) 
Newcomers Employees with an organization tenure of 5 years or less 
Veterans Employees having an organization tenure of 11 years or more 
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This Appendix presents in Display A57 an overview of the key concepts and definitions in this thesis. 
 
Display A57 Overview of key concepts and definitions 
Key concepts Definitions 
Adjusted R Square  
(‘Adjusted R
2
’) 
Adjusted R Square statistically corrects the R Square
 
value to provide a better estimate 
of the true population value (Pallant, 2007, p. 158) 
Analyze stage Reviewing the key literature (Wolfswinkel et al., 2013, p. 49) 
Application spotting Including an alternative perspective to deepen an understanding of a particular subject 
matter in question (Sandberg & Alvesson, 2011, pp. 30-31) 
ASQ Hofstra (2009)’s Attachment Styles Questionnaire 
Attachment styles An integrated system of motives, abilities, and perceptions, which interact with one 
another to produce behavioral patterns, dictating the individual’s interpersonal 
experiences (Harms, 2011, p. 288) 
Avoiding conflict  
management style 
Tending to overlook inconsistencies between the two sides, remaining neutral to  
allow the conflict to run its course (Chen et al., 2012, pp. 154-155) 
Bartlett’s test of sphericity Examines if the variables correlate significantly on the .05 level, meaning they correlate 
sufficiently for an appropriate assessment of the factorial structure in a factor analysis 
(Ten Hacken et al., 2013, p. 24) 
Base category A group against which all other groups are compared, being a control group based on 
specific hypotheses, or a group that represents the majority of people, because it might 
be interesting to compare other groups against the majority Field (2009, p. 254). 
[Synonymous with Baseline] 
Baseline A group against which all other groups are compared, being a control group based on 
specific hypotheses, or a group that represents the majority of people, because it might 
be interesting to compare other groups against the majority Field (2009, p. 254) 
[Synonymous with Base category] 
Case study A research strategy to contribute to the knowledge of, inter alia, organizational, group, 
and individual phenomena (Yin, 2014, p. 4) 
Claim What this investigation derived from theory (Saunders et al., 2009, p. 133) 
Common variance The proportion of total variance a specific variable shares with other variables (Field, 
2009, p. 637) 
Communality The proportion of common variance present in a variable (Field, 2009, p. 637) 
Compelling evidence Logical (the theory is not internally consistent), empirical (predictions are inconsistent 
with the data accumulated from several studies), or epistemological (assumptions are 
invalid given information from another field) evidence (Whetten, 1989, p. 493) 
Compromising conflict  
management style 
Giving up things for sharing common interests with others and there is an  
appropriate degree of concern for others and oneself (Chen et al., 2012, pp. 154-155) 
Conceptual model Explains, inter alia, graphically the main concepts and the presumed relationships 
among them (Miles & Huberman, 1994, p. 18) 
Conceptual review Relates the key concepts, to clarify on the basis of concepts in the main question of this 
thesis, whether the claims are based on similar conceptualizations (Rocco & Plakhotnik, 
2009, p. 128) 
Confirmatory factor analysis  
(CFA) 
Assessing how well proposed constructs have been measured (Chen et al., 2012, pp. 
161-163); a version of factor analysis in which specific hypotheses about structure and 
relations among the latent constructs that underlie the data are tested (Field, 2009, p. 
783) 
Consensus See Strategic consensus 
Constant comparison method Comparing extracted data item by item in order to categorize and group together 
similar data and creating data displays enabling a comparison (Whittemore & Knafl, 
2005, pp. 550-551) 
Constellation Group intervention using a spatial representation of the system elements (Birkenkrahe, 
2008, p. 125) 
Construct validity The accuracy of an investigation’s measurement of the concepts being investigated 
(Yin, 2014, p. 238) 
Constructive conflict Employees disagree and feel better about their working relationships as a result of their 
conflict dynamics (Song et al., 2006, p. 345) 
Content of consensus What the actual beliefs are (Markóczy, 2001, p. 1013) 
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Convergent validity (1) Items that measure the same construct correlate highly with one another (Davis, 1989, 
p. 327); there is a relationship between different measures assessing the same construct 
(Aguinis & Vandenberg, 2014, p. 590); items together form one concept, 
operationalized by whether its factor loadings are higher than .45 (Ten Hacken et al., 
2013, p. 26) 
Cook’s distance A measure of the overall influence of a single case on the model as a whole (Field, 2009, 
p. 217) 
Cooperative conflict  
management styles 
Integrating, obliging, and compromising (Zhang et al., 2015, p. 5) 
Core competencies The resources and capabilities that give an organization a competitive advantage over 
its rivals (Ireland & Hitt, 1999, p. 69) 
Critical chi-square value If the observed value is higher than this critical value there is a significant relationship 
between the two variables (Field, 2009, p. 689) 
Critical single-case study A theory, in which a clear set of circumstances is provided, within which its propositions 
are believed to be true; the single case then can be used to test these propositions (Yin, 
2014, p. 51) 
Cronbach’s Alpha (α) A number between zero and one, indicating the degree of homogeneity, being the 
extent to which items measure the same construct (Ten Hacken et al., 2013, p. 13) 
Define stage Includes the selection criteria, knowledge domain, database, and search terms 
(Wolfswinkel et al., 2013, p. 48) 
Degree of consensus How strongly the consensus is held (Markóczy, 2001, p. 1013) 
Dependent variable The Y variable in the regression model explained by one or more variables via a linear 
model (Ten Hacken et al., 2013, p. 66) [Synonymous with Outcome variable] 
Destructive conflict Employees disagree and do not feel good about their working relationships as a result 
of their conflict dynamics (Song et al., 2006, p. 344) 
Diffusion phase of innovative work 
behavior 
This fourth phase relates to the commercialization or adoption of the idea (Kanter, 
1988, p. 173) [Synonymous with Transfer phase of innovative work behavior] 
Discriminant validity (1) Each different measure produces a different concept (Shocker & Zaltman, 1977, p. 405);  
there is no relationship between scores collected using the same type of measure but 
assessing different constructs (Aguinis & Vandenberg, 2014, p. 590); a factor clearly 
differentiates from other factors, operationalized by (1) the factor’s items’ factor 
loadings on other factors are low, and (2) other items’ factor loadings on the factor are 
low as well (Ten Hacken et al., 2013, p. 26) 
Dismissing attachment style Holding positive views of oneself but negative views of others, being self-reliant and 
valuing autonomy to an extreme degree, often at the expense of intimacy with others 
(Hofstra, 2009, p. 327) 
Dominating conflict  
management style 
Having a high degree of caring for oneself and ignoring others’ feelings, trying to  
meet self-interest and taking no consideration into how conflict would affect others 
(Chen et al., 2012, pp. 154-155) 
Dual concern Concern for self and for others (Chen et al., 2012, pp. 153-154) 
Eigenvalue Indicates the extent to which the extracted component represents the variables; 
therefore, it should be higher than one (Ten Hacken et al., 2013, p. 25) 
Embedded case study Research involving units of analysis at more than one level, who/which can be selected 
through sampling, inter alia (Yin, 2014, pp. 53-55) 
Emotional intelligence An ability where people regard their own emotions and the emotions of other people as 
bases for framing their relationship with others (Zhang et al., 2015, p. 2) 
Enter method All predictors are forced into the model simultaneously, thereby relying on good 
theoretical reasons for including the chosen predictors, but making no decision about 
the order in which variables are entered Field (2009, p. 212) [Synonymous with Forced 
entry method] 
Exploratory factor analysis (EFA) A technique for identifying clusters of variables (Field, 2009, p. 628) 
External validity The extent to which the findings can be generalized to other situations (Yin, 2014, p. 
238) 
Factor matrix Indicates by means of factor loadings how an extracted factor represents the items (Ten 
Hacken et al., 2013, p. 28) 
Fearful attachment style Holding negative views of oneself and negative views of others, desiring intimacy but 
having a general distrust for others, thereby avoiding involvement in relationships 
that may lead to rejection (Hofstra, 2009, p. 327) 
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Forced entry method All predictors are forced into the model simultaneously, thereby relying on good 
theoretical reasons for including the chosen predictors, but making no decision about 
the order in which variables are entered Field (2009, p. 212) [Synonymous with Enter 
method] 
Generalizability The repeatability of the findings to other samples (Pallant, 2007, p. 148) 
Good KMO KMO between .70 and .80 (Field, 2009, p. 647) 
Gradient The slope of a line, usually denoted as bn (Field, 2009, pp. 199, 210) 
Grounded Theory Literature  
Review Method 
Systematically explicating and legitimizing choices made in the literature review 
process, leads to a rigorous review of the state of the art (Wolfswinkel et al., 2013, p. 46) 
High factor loadings Factor loadings higher than .40, ignoring the minus sign (Field, 2009, p. 669) 
Holistic case study Examining the global nature of an organization or program (Yin, 2014, pp. 53-55) 
Homoscedasticity The variance of the residuals about predicted dependent variable scores should be the 
same for all predicted scores (Pallant, 2007, p. 149) 
Humor styles Ways in which individuals express humor in social settings; humor can be self or other 
directed, and supportive or demeaning (Cann et al., 2008, pp. 133-134) 
Idea generation Producing novel and useful ideas, often instigated by perceived work-related problems, 
incongruities, discontinuities, and emerging trends (Janssen, 2000, p. 288) 
Idea promotion Engaging in social activities to build a coalition of supporters, providing the necessary 
power behind an idea in order to sponsor it (Janssen, 2000, p. 288) 
Idea realization Producing a prototype or model of the innovation that can be experienced  
and ultimately applied within a work role, a group, or the total organization (Janssen, 
2000, p. 288) 
Independent variable Any X variable [Dependent variable] in the regression model that explains another 
variable via a linear model (Ten Hacken et al., 2013, p. 66) [Synonymous with Predictor] 
Individual innovation  
performance 
Includes three phases: (1) Generation, (2) promotion, and (3) realization of innovative 
ideas (Chen et al., 2012, p. 156) 
Innovation The process that transforms new ideas into commercial value (Chen et al., 2012, p. 155) 
Innovation performance How fast and well ideas are implemented and how much commercial value is created by 
these ideas (Chen et al., 2012, p. 156) 
Innovative work behavior (IWB) The intentional creation, introduction and application of new ideas within a work role, 
group or organization, in order to benefit role performance, the group, or the 
organization (Janssen, 2000, p. 288) 
Integrating conflict  
management style 
Having a high degree of caring about oneself as well as others and aiming to pursue  
a win-win situation (Chen et al., 2012, pp. 154-155) 
Integrative review Synthesizes key literature on a topic in an integrated way (Rocco & Plakhotnik, 2009, p. 
127) 
Intercept The point at which a line crosses the vertical axis of the graph, usually denoted as b0 
(Field, 2009, p. 199) 
Interpersonal conflict A phenomenon that occurs among interdependent parties as they experience negative 
emotional reactions to perceived disagreements and interference with the attainment 
of their goals (Barki & Hartwick, 2001, p. 198) 
IWB Innovative Work Behavior questionnaire by Janssen (2000) 
Job satisfaction One’s general attitude to the job (Chen et al., 2012, pp. 152, 155) 
Kaiser’s criterion Claiming that Eigenvalues higher than 1 represent a substantial amount of variation, 
therefore justifying retaining all factors that meet this specific level (Field, 2009, p. 640) 
KMO: Kaiser-Meyer-Olkin  
measure of sampling adequacy 
Can be used to assess if factor analysis is appropriate (Field, 2009, p. 647); KMO 
indicates on a zero to one scale, to what extent the extracted components represent the 
constructs and should be .50 or higher (Ten Hacken et al., 2013, p. 24) 
Known-group validity A form of [Construct validity] (Saxe & Weitz, 1982, p. 347); one of the indicators of 
validity of a scale is its ability to discriminate among known groups (Rahim, 1983a, p. 
374), (Rahim, 1983b, p. 197) 
Linear model A model that is based upon a straight line, meaning usually trying to summarize the 
observed data in terms of a straight line Field (2009, p. 33) 
Linearity The residuals should have a straight-line relationship with predicted dependent variable 
scores (Pallant, 2007, p. 149) 
Linguistic Inquiry and Word Count 
(LIWC) 
A transparent text analysis program that counts words in psychologically meaningful 
categories (Tausczik & Pennebaker, 2010, p. 24) 
Locus of consensus Which members of the organization participate in the consensus (Markóczy, 2001, p. 
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1013) 
Mahalanobis distance The distance of a particular case from the centroid of the remaining cases, where the 
centroid is the point created by the means of all the variables (Pallant, 2007, p. 278) 
Measure the same concept Items should show some positive correlation (> .20) (Ten Hacken et al., 2013, p. 13) 
Mediocre KMO KMO between .50 and .70 (Field, 2009, p. 647) 
Methodological review Comparing the methodologies to the key literature (Rocco & Plakhotnik, 2009, p. 122) 
Mixed methods research A class of research where quantitative and qualitative research techniques are 
combined into a single study, addressing more complicated research questions and 
collecting a richer and stronger array of evidence than can be accomplished by any 
single method alone (Yin, 2014, pp. 65-66) 
MOAQ-JSS Michigan Organization Assessment Questionnaire Job Satisfaction Subscale 
Moderate correlation Correlation from .40 to .59 (Divaris, Vann, Baker, & Lee, 2012, p. 1240) 
Multicollinearity The independent variables are highly correlated (Pallant, 2007, p. 149) 
Multiple regression analysis Explore the relationship among a number of independent variables and one dependent 
variable (Pallant, 2007, p. 146); uses a number of variables (for example X1, X2, and X3) to 
explain another variable (Y) via a linear model: Y = α + β1X1 + β2X2 + β3X3 (Ten Hacken et 
al., 2013, p. 68) 
Neglect spotting An under-researched area (Sandberg & Alvesson, 2011, p. 30) 
Normality The residuals should be normally distributed about the predicted dependent variable 
scores (Pallant, 2007, p. 149) 
Obliging conflict  
management style 
Concerning others’ interests while ignoring self-interests, putting others’ interests  
above self-interests in order to maintain the relationship (Chen et al., 2012, pp. 154-155) 
Outcome variable A variable thought to change as a function of changes in a predictor (Field, 2009, p. 7) 
[Synonymous with Dependent variable] 
Outlier Very high or very low score (Pallant, 2007, p. 149) 
Phase retained inference A retained claim by Chen et al. (2012) on a specific conflict management style that was 
explored per innovative work behavior phase 
Phase transfer  
retained inference 
A retained claim by Chen et al. (2012) on a specific conflict management style was 
explored per innovative work behavior phase and transferred to the analogous 
attachment style 
Practical relevance Indicates the benefits for a community (Baarda & De Goede, 1997, p. 37); people or 
groups who can use the findings of an investigation ('t Hart et al., 1996, p. 75) 
Predictor A variable thought to predict an outcome variable (Field, 2009, p. 7) [Synonymous with 
Independent variable] 
Preoccupied attachment  
style 
Holding negative views of oneself but positive views of others and having low self-worth 
and being anxious in close relationships (Hofstra, 2009, p. 327) 
Present stage Yields the literature review (Wolfswinkel et al., 2013, p. 53) 
Proposition An advancement to test a theory derivation in another context (Saunders et al., 2009, p. 
335) 
Prototypical item Having the highest factor loading 
R Square (R
2
) Indicates how much of the variance in the dependent variable is explained by the 
regression model (Pallant, 2007, p. 158) 
Regression coefficients The parameters b0 [Intercept] and bn [Gradient] (Field, 2009, p. 199) 
Reliability The accuracy or precision of a measurement instrument (Chen et al., 2012, p. 164) 
Research design Includes, inter alia, method, sample and analysis (Babbie, 2013, p. 113) 
Research strategy A coherent set of methods, techniques, and procedures for generating and analyzing 
the research material, as well as to the way a researcher looks at reality and 
conceptually designs the research project (Verschuren, 2003, p. 122) 
Residual The difference between the obtained and the predicted dependent variable scores 
(Pallant, 2007, p. 149) 
ROCI-II Rahim (1983a) Organizational Conflict Inventory (ROCI-II) 
Rotated component matrix Shows the factor loadings for each variable onto each factor (Field, 2009, p. 664) 
Sample size The number of cases within the sample (Pallant, 2007, p. 167) 
Satisfactory total  
variance explained 
Total variance explained is 60% or higher (Hair et al., 2014, p. 107) 
Scale purification Removing items for which the corrected item-total correlation is less than .40 if the 
total reliability is improved by removing these items (Chen et al., 2012, pp. 159-161) 
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Scope of consensus How many organization members participate in the consensus (Markóczy, 2001, p. 
1013) 
Secure attachment style Holding positive views of oneself and others and being comfortable with intimacy and 
autonomy (Hofstra, 2009, p. 327) 
Search stage Browsing the literature database based on the selection criteria, knowledge domain, 
and search terms as defined in the define stage (Wolfswinkel et al., 2013, p. 48) 
Select stage Identifies and selects the key literature disclosed by the search stage (Wolfswinkel et al., 
2013, p. 49) 
Singularity One independent variable is actually a combination of other independent variables, e.g. 
when both subscale scores and the total score of a scale are included (Pallant, 2007, p. 
149) 
Small sample A sample of e.g. n=30 (Pallant, 2007, p. 133) 
Standard multiple 
 regression 
All the independent variables are entered into the equation simultaneously (Pallant, 
2007, p. 147) 
Standardized regression  
coefficients (‘Beta,’ or ‘β’) 
The values for each of the different variables have been converted to the same scale so 
that these can be compared (Pallant, 2007, p. 159) 
Strategic consensus Organizational members develop a general level of agreement on fundamental 
organizational priorities, shared understanding, and common commitment (Markóczy, 
2001, pp. 1013-1014) 
Strong correlation Correlation from .60 to .79 (Divaris et al., 2012, p. 1240) 
Theoretical feedback loop (1) Focus on multiple elements of the theory, (2) marshal compelling evidence, and (3) 
propose alternatives (Whetten, 1989, pp. 493-494) 
Theoretical relevance Research contributing to scientific knowledge (Baarda & De Goede, 1997, p. 37) 
Theoretical review Comparing a conceptual model to the conceptual frameworks in the key literature to 
identify whether claims are contextly similar to the key literature (Rocco & Plakhotnik, 
2009, p. 122) 
Theoretical validity An investigation’s ability to explain a theory, including its concepts and proposed 
relationships among these (Maxwell, 1992, p. 291) 
Thesis problem Consists of an objective, a main question and a number of subquestions (Wageningen 
University, 2013, p. 4) 
Tolerance An indicator of how much of the variability of an independent variable is not explained 
by the other independent variables in the model (Pallant, 2007, p. 156) 
Total variance explained Indicates which components with Eigenvalues higher than 1 explain the specific 
percentage of the total number of variables inserted in the exploratory factor analysis 
(Ten Hacken et al., 2013, p. 20) 
Transfer phase of innovative work 
behavior 
This fourth phase relates to the commercialization or adoption of the idea (Kanter, 
1988, p. 173) [Synonymous with Diffusion phase of innovative work behavior] 
Transfer retained  
inference 
A retained claim by (Chen et al., 2012) on a specific conflict management style was 
transferred to the analogous attachment style 
Triangulation The convergence of data collected from different sources, to determine the consistency 
of a finding (Yin, 2014, p. 241) 
Uncooperative conflict  
management styles 
 Avoiding and dominating (Zhang et al., 2015, p. 5) 
Unstandardized regression 
coefficients (‘B,’ or ‘b’) 
Can be used to construct a regression equation (Pallant, 2007, p. 159) 
Variance inflation factor (‘VIF’) The inverse of the Tolerance value: 1 divided by Tolerance (Pallant, 2007, p. 156) 
Very strong correlation Correlation is .80 or higher (Divaris et al., 2012, p. 1240) 
Very weak correlation Correlation is lower than .20 (Divaris et al., 2012, p. 1240) 
Weak correlation Correlation from .40 to .59 (Divaris et al., 2012, p. 1240) 
*ZPRED The standardized predicted values of the dependent variable based on the model and 
the values are standardized forms of the values predicted by the model (Field, 2009, p. 
229) 
*ZRESID The standardized residuals (or: errors), of which the values are the standardized 
differences between the observed data and the values that the model predicts (Field, 
2009, p. 229). 
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This Appendix presents the contents of the SD card, accompanying this thesis. 
 
1. Cover page image - rights obtained 
 
 
2. Open University in the Netherlands documents 
 
 
3. Literature 
3a. Original files 
3b. Annotated files in the context of chapter 2 
 
 
4. Define stage - Journal Citation Reports (subsection 2.1.1) 
 
 
5. Search and select stages - search results (subsection 2.1.2) 
 
 
6. Data collection - Google Docs questionnaire forms (subsection 3.1.4 and section 3.2) 
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7. Microsoft Excel output file from Google Docs and file ready for SPSS import (subsection 3.1.4) 
 
 
8. SPSS data files 
 
 
9. SPSS output files 
 
 
10. Thesis and Appendices 
10a. Full version 
10b. Print version 
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A19 ENDNOTES 
 
                                                                        
1
 Rights obtained; invoice included in folder 1 on SD card, see Appendix A17. 
2
 Appendix A2 contains the complete description of the thesis assignment. 
3
 Jurg (2015, p. 3). 
4
 A thesis problem consists of an objective, a main question and a number of subquestions (Wageningen 
University, 2013, p. 4). Original terms: Problem statement / Aim = Research objective / Research Question (+ 
subquestions). 
5
 Baarda and De Goede (1997, p. 37) distinguish theoretical and practical relevance: theoretical relevance 
applies to research contributing to scientific knowledge and practical relevance indicates the benefits for a 
community. 't Hart, Van Dijk, De Goede, Jansen, and Teunissen (1996, p. 75) elaborate on these communities 
by referring to people or groups who can use the findings of an investigation. 
6
 Thanks to ‘Organizational Development from a Multidimensional Perspective’ theme peer Soer (2014). 
7
 Thanks to ‘Organizational Development from a Multidimensional Perspective’ theme peer (Bent, 2015). 
8
 Folder 5 on SD card accompanying this thesis contains the findings of the search stage of the literature 
review, see Appendix A17. 
9
 Thanks to ‘Organizational Development from a Multidimensional Perspective’ theme peer Schaap (2014). 
10
 Benelux Union: Belgium, the Netherlands, and Luxembourg. https://en.wikipedia.org/wiki/Benelux  
11
 Wolfswinkel et al. (2013, p. 47) used the term ‘fields of research,’ whereas this investigation employed the 
term ‘knowledge domain’ in line with section 1.1. 
12
 Thanks to ‘Organizational Development from a Multidimensional Perspective’ theme peer (Bent, 2015). 
13
 Miles and Huberman (1994, p. 18) used the term ‘conceptual framework,’ whereas this investigation used 
the term ‘conceptual model’ for the one from Chen et al. (2012) and ‘conceptual frameworks’ for those from all 
other researchers (see Definitions), in line with the ‘Organizational Development from a Multidimensional 
Perspective’ theme, based on Jurg (2015, p. 60). 
14
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